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Welfare reform is off to a good start. During the first four years of operation, welfare 
rolls declined by thirty seven percent. Today, fewer people are staying on welfare, and 
fewer are applying for benefits. Several state evaluations of their welfare reform program 
indicate that many welfare recipients have foregone cash payments for pay checks. Of 
course, there is ample room for debate over what constitutes a decent job and self- 
sustaining wage. Further, emerging studies show that while most people leaving welfare 
are finding jobs, about a third are not. The findings of a survey of five hundred 
employers to assessed employers’ satisfaction with welfare recipients’ performance in the 
workplace indicated that people leaving welfare in search of employment have 
reasonably good prospects of finding jobs, as long as they are reliable and demonstrate a 
positive attitude toward work (Meyer, 1999). 
According to a report by Meyer (1999), the massive experiment in welfare reform 
was made possible by the Personal Responsibility and Work Opportunity Reconciliation 
Act of 1996, which replaced Aid to Families of Dependent Children (AFDC) with the 
Temporary Assistance for Needy Families (TANF) program. TANF strictly limits the 
number of months a family can receive cash aid. Welfare under TANF became a block 
grant to the states instead of an entitlement, allowing states to set work requirements and 
to sanction citizens who were not willing to meet them. 
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Simply put, welfare reform was designed to move people from dependence to self- 
sufficiency. The welfare reform law allows former welfare recipients to retain some of 
their cash assistance as well as non-cash benefits such as health insurance and child care 
services while making the transition into the workplace (Meyer, 1999). 
The welfare program underwent many changes when TANF replaced AFDC. Under 
AFDC, women and children received cash and in-kind benefits which provided their 
sustenance on a monthly basis. For more than sixty years the federal government in 
cooperation with state governments provided this cash and in-kind benefits to families 
who met certain eligibility requirements (Zastrow, 2000). 
In order to obtain the cash and in-kind benefits from AFDC, however, a family had to 
qualify for this assistance by meeting certain rigid eligibility requirements. For a family 
to meet these requirements, applicants should demonstrate: that they were the custodial 
parents; that they were unemployed; and that their children were under the age of 
eighteen. Families had to be literally penniless to qualify for assistance. Families were 
cleared for assistance only after they were cleared by a state welfare worker. It is 
interesting to note that after qualifying for the resources, the recipient was then restricted 
from working to earn any additional income. This self defeating regulation virtually 
guaranteed that a family would stay on welfare and would remain poor (Zastrow, 2000). 
Under the new law, TANF limited the number of months a family would receive 
welfare assistance. Another major change was that recipients were now required to work 
in order to receive cash and in-kind benefits. Also, in an effort to gain cooperation from 
state governments, the federal government gave the power to the states for the 
3 
management and operations of the new reform programs. Under the reform rules, each 
state would now be responsible for developing workforce programs that would equip 
their constituents with employment skills and provide jobs when these skills were 
actualized (Zastrow, 2000). 
In the State of Georgia, Governor Zell Miller began to look at the bulging welfare 
rolls. In 1995, there were 150,000 active cases in the state. Initial steps were taken to 
connect welfare benefits to personal responsibilities and work. Legislation was submitted 
by Governor Miller and was passed by the Georgia General Assembly which established 
a family cap on the number of months a parent could receive benefits. An employment 
requirement was instituted that sanctioned able-bodied recipients, with no children under 
the age of four, who quit or refuse to take a full-time job. Also eligible teen-age mothers 
were forced to live with their parent or guardian before they were eligible to receive 
services. Georgia was one of the nation's first states to target TANF recipients who 
reached the end of their assistance through its Good Works Program. (Georgia 
Department of Labor, 1999). 
In 1996, the Workfirst or Workforce Development Program was implemented 
statewide. It shifted the emphasis of the Department of Family and Children Services 
(DFACS) from the practice of approving cases and distributing checks to putting 
recipients to work. Many women became gainfully employed and are now off the 
welfare rolls. Subsequently in 1997, the number of adults on assistance dropped from 
84,801 to 57,236. This was a reduction of about 33 percent. Many of these individuals 
became frustrated and refused to return to work because of the inequities they faced as 
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low skilled workers employed on minimum wage jobs. Also note that former welfare 
recipients who refused to continue on their jobs were the first to indicate that there might 
be a real problem with the program design which required recipients to work (U.S. 
Department of Health & Human Services, 1999). 
The implementation of a workforce development program was put forward as a way 
to help these new welfare reform workers adjust to the new requirements of the new law. 
Workforce development was designed as a multifaceted approach, which addressed the 
range of factors impacting on the ability of individuals of various classes, specifically 
former welfare recipients, and their ability to function on a job. The Workforce 
Development Program instituted a systems perspective. Unlike more traditional 
approaches, it was broad and comprehensive, rather than just addressing education and 
the training of individual front line workers. The primary aim of the Workforce 
Development Program was to facilitate change and to help sustain a welfare-to-work or 
TANF workforce (U.S. Department of Health & Human Services, 1999). 
The Workforce Development Program was designed to improve the job functioning 
of former welfare recipients. Activities were included that impacted on individualism 
which made the concept much broader. These activities meant creating environments 
and systems that would support the full range of workforce development strategies. A 
top down approach was employed that required the support and collaboration of upper 
level management and the federal government. The examples of systems and structural 
factors which impact on workforce development included but are not limited to 
legislation, policy funding, recruitment and retention strategies, resources support 
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mechanisms and appropriate incentives or disincentives (U.S. Department of Health & 
Human Services, 1999). 
According to Relave (2002), workforce development encompassed methods for 
improving individual functioning. This meant ensuring that the opportunity to develop 
an individual through instilling skills, knowledge, and attitudes had an excellent chance 
for success. Also, there had to be a high uptake of these opportunities and sufficient 
resources (e.g., money and time) in order to utilize them. Methods utilized were formal 
education, training, workplace training, mentoring, supervision, on-the-job training, 
online training, and best practice guidelines. 
Collaboration between welfare and workforce development agencies has increased 
since the implementation of welfare reform, the Welfare to Work Grant program and the 
Workforce Investment Act. The welfare and workforce development system had proven 
to be an effective system of employment and training services for welfare clients 
(Relave, 2002). 
Different patterns of coordination and integration have emerged on the state and local 
levels in response to the flexibility afforded by the Temporary Assistance for Needy 
Families (TANF) program. The Personal Responsibility and Work Opportunity 
Reconciliation Act, the Workforce Investment Act, and legislation authorizing the 
Welfare to Work Grant program created new opportunities and incentives for 
collaboration. (Relave, 2002). 
According to Meyer (1999) people leaving welfare in search of employment had 
reasonably good prospects in finding jobs, as long as welfare recipients were reliable and 
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demonstrated a positive attitude toward work, there was a good chance that employers 
would offer them an entry level job, even if they had limited education and training. 
It is unfortunate that many of the entry level jobs that went to welfare recipients were 
part-time assignments with low wages and skimpy, or nonexistent, benefits. 
Subsequently, it is felt that a smooth and permanent transition from welfare to 
independence and self sufficiency would require government assistance in providing 
child care, health insurance, and transportation for one year or possibly longer (Meyer, 
1999). 
The early progress of welfare reform thus far has been positive; however, in order to 
sustain this progress more attention must be placed on understanding how former welfare 
recipients now new workers will function on their jobs. It is not clear that these former 
welfare recipients will experience any satisfaction in this new job arrangement for long. 
Statement of the Problem 
The success and failure of the welfare reform program which was designed to break 
the cycle of poverty and welfare dependency in America as outlined under the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996 is largely dependent 
upon the success of former welfare recipients successfully finding and keeping a 
permanent job. The evaluation of the welfare reform program has focused on how well 
business employers are able to relate and accommodate former welfare recipients as new 
employees in the work force. To date, very little consideration has been given as to how 
former welfare recipients feel about the new work requirements under the Personal 
Responsibility and Work Opportunity Reconciliation Act. 
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The primary focus of this study was to ascertain how former welfare recipients view 
their job situations. The study will seek to explain how satisfied or dissatisfied these new 
employees are with their jobs. Also, the study will seek to explain whether former 
welfare recipients experience job satisfaction in five areas which include the work itself, 
pay, co - workers, promotions and supervision. 
As a result of the new welfare reform law, millions of families’ old way of life was 
thrown out and a new era was ushered in under the banner of welfare reform or welfare to 
work. This new way of life simply meant that welfare recipients could no longer rely on 
the government to take care of them and their families. The welfare recipients must 
work. The new law made it clear that welfare recipients had to obtain and keep a job. 
Finding a job for welfare recipients presented another problem. Communities 
discovered that this was not an easy task, because most of the welfare recipients virtually 
had no job skills and required extensive training. As a result, most of the recipients were 
placed in low paying service jobs that had little to no opportunity for promotions and 
very little chance for a successful work experience. 
Also, communities discovered that many welfare recipients were not suited for any 
type job because of their low educational attainment. Because of their lack of education, 
even jobs available to former welfare recipients were dead-end, low-paying positions 
which offered little chance for a satisfactory job experience. 
In March of 1994 there were over five million families on welfare in the United 
States. Welfare recipients represented a large segment of the nation’s population and a 
large portion of the nation’s budget. Single adults, mostly mothers, were the head of 
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about seventy percent of all the households who were receiving assistance from 
Temporary Assistance to Needy Families (TANF). The rest of the families or about 
thirty percent were comprised of two-parent families, or children living with an adult 
caretaker not included in the welfare grant. The average monthly TANF payment amount 
per family in 1997 was about three hundred sixty two dollars, which was about one third 
of the amount of the federal poverty line for a family of three (Loprest, 1999). 
Welfare recipients often face personal and/or family challenges that make it difficult 
for them to switch from welfare to work. One survey indicated that forty four percent of 
parents on welfare experience significant obstacles to work. These obstacles included but 
were not limited to, remedial levels of education, lack of work experience, caring for 
young or disabled children, lack of daycare services when employment was obtained, and 
very poor mental or physical health. An even greater problem was that many of the 
TANF recipients were unhappy with the jobs they had acquired from their state social 
service agency under the new welfare reform programs (Loprest, 1999). 
In sum, it was felt that the new welfare to work programs would only offer dead end 
low paying jobs to former welfare recipients. Also, it was felt that a large number of the 
former welfare recipients would become so dissatisfied with their jobs that they would 
quit participating in the Workforce Development Program, which would jeopardize the 
success of this new initiative. It is clear that it was important that former welfare 
recipients demonstrate some satisfaction with their jobs in order to demonstrate success 
in the new welfare reform program. In order to evaluate the success of the welfare reform 
programs, it is necessary to know how these new workers felt about the work they were 
doing, their pay and benefits, whether there were chances for promotional advancement, 
how they interact with their co-workers and how they felt about supervision on the job. 
Purpose of the Study 
The purpose of the study was to explain whether former welfare recipients 
experienced job satisfaction as new employees in the workforce. The study was designed 
to explain the satisfaction of former welfare recipients in five areas that included the 
work itself, pay, co-workers, promotions and supervision. The participants of the study 
were former welfare recipients from the Workforce Development Program of the Fulton 
County Human Services Department which is a component of TANF (Temporary Aid to 
Needy Families) under the Personal Responsibility and Work Opportunity Reconciliation 
Act of 1996. 
Research Questions 
The research questions of the study were as follows: 
1. Is there job satisfaction among former welfare recipients who were participants in 
a Workforce Development Program of TANF under the Personal Responsibility 
and Work Opportunity Reconciliation Act of 1996? 
2. Is there a relationship between the kind of work obtained and job satisfaction 
among former welfare recipients who were participants in a Workforce 
Development Program of TANF under the Personal Responsibility and Work 
Opportunity Reconciliation Act of 1996? 
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3. Is there a relationship between the amount of pay and job satisfaction among 
former welfare recipients who were participants in a Workforce Development 
Program of TANF under the Personal Responsibility and Work Opportunity 
Reconciliation Act of 1996? 
4. Is there a relationship between the interactions of co-workers and job satisfaction 
among former welfare recipients who were participants in a Workforce 
Development Program of TANF under the Personal Responsibility and Work 
Opportunity Reconciliation Act of 1996? 
5. Is there a relationship between opportunities for promotions and job satisfaction 
among former welfare recipients who were participants in a Workforce 
Development Program of TANF under the Personal Responsibility and Work 
Opportunity Reconciliation Act of 1996? 
6. Is there a relationship between the support from supervisors and job satisfaction 
among former welfare recipients who were participants in a Workforce 
Development Program of TANF under the Personal Responsibility and Work 
Opportunity Reconciliation Act of 1996? 
Hypotheses 
The null hypotheses for the study were as follows: 
1. There is no evidence of job satisfaction among former welfare recipients who 
were participants in a Workforce Development Program of TANF under the 
Personal Responsibility and Work Opportunity Reconciliation Act of 1996. 
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2. There is no statistically significant relationship between the kind of work 
obtained and job satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of TANF under the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996. 
3. There is no statistically significant relationship between the amount of pay and 
job satisfaction among former welfare recipients who were participants in a 
Workforce Development Program of TANF under the Personal Responsibility 
and Work Opportunity Reconciliation Act of 1996. 
4. There is no statistically significant relationship between the interactions of co¬ 
workers and job satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of TANF under the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996. 
5. There is no statistically significant relationship between opportunities for 
promotions and job satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of TANF under the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996. 
6. There is no statistically significant relationship between the support from 
supervisors and job satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of TANF under the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996. 
Significance of the Study 
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In order to make ends meet, welfare-reliant single mothers must devise strategies for 
making the transition from welfare to work. Women generally see work as being 
beneficial for themselves and their children. Women believe that work will afford them 
increased material well being, more self esteem, greater respect from their children and 
the opportunity to be positive role models. (Iverson & Farbe, 1996; Secomb, 1999). 
The perplexing issue is that the jobs obtained as result of the new welfare reform laws 
do not provide enough remuneration for the women to provide for all the needs of their 
families. Also, the jobs do not offer these women many opportunities for career 
advancement. The new welfare reforms mandated that the TANF recipient must work in 
order to receive benefits. However, what the reform planners failed to consider is that 
being employed does not eradicate the other issues that affect these women on and off 
their jobs (Iverson & Farbe, 1996; Secomb, 1999). 
This study purports to shed some light on the perceived problems related to whether 
former welfare recipients will be satisfied or dissatisfied with the jobs that they were 
required to take because of the new welfare reform law. Knowing this information is 
important because the success or failure of the welfare reform program depends largely 
upon former welfare recipients finding and successfully keeping a job. It is therefore of 
great significance to demonstrate with these data whether former welfare recipient 
workers experience job satisfaction in the workplace. 
CHAPTER E 
REVIEW OF LITERATURE 
The purpose of presenting this review of the literature was to lay a scholarly 
foundation in order to establish a need for the study. This chapter is a review of the 
current literature on the recent efforts to revise welfare as we know it in order to move 
people from dependence to self-sufficiency by implementing a comprehensive nation 
wide welfare reform program. The review covers a historical perspective of welfare, the 
Personal Responsibility and Work Opportunity Act of 1996, and the Workforce 
Development Program. Job satisfaction measurement instruments and job satisfaction 
are reviewed in order to establish an understanding for the data analysis from the 
responses of former welfare recipients who were required to work under the new welfare 
reform laws. 
Historical Perspective of Welfare 
The Great Depression was the most traumatic phenomenon that America experienced 
during the 19th century. During the Great Depression our traditional faith in ourselves 
was badly shaken. We came to the realization that government intervention was needed 
to effectively counter life’s blows (Ajo, 2000). 
The Roaring Twenties was largely a time of prosperity and festivities. Then in 
October of 1929, the New York Stock Exchange crashed. Many investors lost their 
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businesses, homes and life savings. The number of people who were unemployed rose 
from three million in the spring of 1929 to fifteen million in January 1933. Many banks 
closed as farmers and business owners went bankrupt (Hefferman, Suttersworth & 
Ambrosino, 1997). 
In some states relief efforts were launched to provide assistance for the millions of 
people who were poverty stricken as a result of the depressed economy. However, only 
forty percent of the population received some type of aid (Hefferman, Suttersworth & 
Ambrosino, 1997). 
In 1923, Franklin Delano Roosevelt was elected president of the United States. 
Roosevelt instituted emergency legislation that provided assistance for the jobless and 
poor. He also admonished the legislature to review the constitution and remember its 
responsibility to provide for the welfare of each American. The states were the conduits 
through which federal dollars would flow to provide for those affected by the economy’s 
depressed state. Programs such as the Works Progress Administration, a workforce 
program in which Americans obtained employment in state, local and federal 
municipalities were enacted by the federal government. Low interest loans were given to 
farmers and to small business operators to regain entrepreneur status, and it also gave 
them an opportunity to hire those who did not have federal jobs. Programs were also 
designed for youth that provided resources for college and employment training 
(Hefferman, Suttersworth & Ambrosino, 1997). 
In the Middle Ages, famine, wars, crop failures, pestilence, and the break down in the 
feudal system all contributed to substantial increases in the number of people in need. 
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Former approaches, primarily through the church and the family, were unsuccessful at 
meeting the needs of many who were unable to become self-sufficient. As a result, many 
of these individuals were forced to resort to begging. In an attempt to solve this social 
problem, England passed several Poor Laws between the mid-1300s and the mid-1800s 
(Hefferman, Suttersworth & Ambrosino, 1997). 
The most significant of these was the Elizabethan Poor Law of 1601, enacted during 
the reign of Queen Elizabeth I. The fundamental provisions of the Poor Laws were 
incorporated into the laws of the American colonies and have had an important influence 
on our current approaches to public assistance and other social legislation (Hefferman, 
Suttersworth & Ambrosino, 1997). 
The Elizabethan Poor Laws established three categories of relief recipients, which 
included those who were able-bodied or those who were capable of working, the 
impotent poor, those who were physically and developmentally disabled and also 
dependent children, which consisted of those children whose parents or grandparents 
were unable to support them (Zastrow, 2002). 
In the seventeenth, eighteenth, and nineteenth centuries, the Industrial Revolution 
caused Europe and America to flourish. America found itself imbedded in prosperity and 
competition. It was considered a land of plenty. Some cities and some countries used 
local relief directors who distributed public tax money financed by local governments to 
care for the indigent. In those days, poverty was associated with laziness and immorality. 
Public relief was considered as “pauper aid,” and receiving it was a huge disgrace 
(Hefferman, Suttersworth & Ambrosino, 1997). 
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In 1935, the Social Security Act was the next major act of legislation passed by 
Congress and signed by President Roosevelt. This act expanded the government’s role in 
providing for the health and welfare of its constituents. It was broken down into three 
categories: Social Insurance, Health and Welfare Services, and Public Assistance. The 
latter, Public Assistance programs were designed to provide income, medical care, and 
social services to individuals and families based on economic need. Benefits under each 
of these categories were invariably low and varied among the states according to each 
state’s willingness to match federal funds. Eligibility requirements were rigid and 
rigorously enforced. Participation further was based on a “means” test, a test that 
required applicants to demonstrate that they were hopelessly without resources. The 
private lives of recipients were opened to the scrutiny of welfare workers in an attempt to 
minimize fraud and to assure that benefit levels did not exceed budget needs (Dobelstein, 
2003). 
The Personal Responsibility and Work Opportunity Act, 1996 
The passage of the Personal Responsibility and Work Opportunity Act in 1996 
marked the beginning of reforms in the welfare system that promised to affect more than 
20 million people. Although many agree that reform was needed, well meaning efforts 
were based on misconceptions about welfare recipients. The transitions from welfare-to- 
work were problematic for many, as many faced individual factors such as psychological 
disorders and even contextual variables such as the lack of well-paying jobs (Edwards, 
Rachal & Dixon, 1999). 
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Mandatory workfare has been the centerpiece of reform in this reorganization of 
welfare. The decision for mandatory workfare was not always acceptable to everybody. In 
the state of Vermont, feminist organizations mobilized to oppose the mandatory work 
requirement. These groups produced data to substantiate the claims that women’s jobs did 
not pay enough to purchase basic needs for their families, that unemployment remained a 
serious problem for single mothers and that in states where workfare had already been 
adopted, it did not raise families out of poverty (McCrate & Smith, 1998). 
As McCrate and Smith (1998) explained in their study, the new law in the State of 
Vermont was based on three false assumptions. The authors listed the assumptions as 
follows: (1) There were viable employment opportunities for women on welfare, giving 
them a choice between welfare and work outside the home; (2) Mandatory work will lift 
families out of poverty; and (3) Increased child support collections from noncustodial 
parents and greater retention of earnings will close the poverty gap. The authors 
concluded that any reform of the welfare system founded on these assumptions was 
bound to fail since the premises behind them did not square with the experiences of the 
vast majority of unmarried women with children who found them selves turning to 
welfare in order to support their families. 
Most of the extant research on welfare reform has neglected to consider the 
experiences of families in rural settings. A study was conducted using 50 women from a 
rural setting who were between the ages of 20 and 29 who were receiving welfare 
benefits for their dependent children. Questions were asked concerning their work 
experiences, aspirations, barriers to employment and service use. The findings indicated 
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that the majority of participants were connected to the labor force and expressed 
positive attitudes about work. However, there were several barriers to employment such 
as lack of available jobs, child care, inconvenient office hours and transportation. 
Perceived social support was negatively related to depression symptoms and positively 
related to self-efficacy and self-esteem. It was concluded that it was important to 
understand the life experiences of welfare recipients if there would be any hope for 
success with the new welfare reforms (Taylor, 2001). 
Teen parents were also interviewed by researchers concerning welfare reform. 
Reports on the program satisfaction of teen parents who resided in residential programs 
developed as part of welfare reform in Massachusetts indicated that teen living programs 
provided an alternative living situation for teen-parent welfare recipients who could not 
live with a parent or guardian, but who must live in an approved setting to receive 
assistance. The 199 interviews with teen mothers indicated that program satisfaction was 
particularly important for young people (Collins, Lemon & Street, 2000). 
The total picture of the new law captured several facets of welfare reform as 
recipients were mandated to transition from welfare to work. With a few exceptions, 
welfare recipients were mandated to work after being on assistance for two years. The 
law stated that at least twenty-five percent of all families on welfare in each of the states 
must either be engaged in work activities or have left the welfare rolls by FY 1997 
(Greenberg & Savner, 1996). 
Under the prior welfare law, states were required to provide basic and secondary 
education, job skills training, job development, job readiness, and placement 
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opportunities for welfare families. Under the new law, the states were required to 
provide childcare funding. This law guaranteed healthcare coverage for women and their 
families for at least one year after they transitioned into employment (Greenberg & 
Savner, 1996). 
The new law required that recipients participate in subsidized or unsubsidized 
employment, on-the-job training, work experience, community service, twelve months of 
vocational training, or provide childcare services to individuals who were participants in 
a community service. A maximum of six weeks of job search, not to exceed four 
consecutive weeks, could be counted toward achieving the work requirement (Greenberg 
& Savner, 1996). 
In the new law, states were given latitude to exempt single parents with children 
under the age of one and for up to twelve months according to work requirement 
guidelines. Families who had received public assistance for five cumulative years or less, 
at the state’s option would be deemed ineligible for cash aid under the new law. States 
were required to make initial skills assessments and to develop individualized personal 
responsibility plans for recipients. These assessments and plans were to address 
education, job training, and placement services necessary to help clients transition from 
welfare to work (Greenberg & Savner, 1996). 
The new law allowed states to create jobs by taking funds used for welfare checks to 
create community service jobs and to provide income subsidies or hiring incentives for 
potential employers. One billion dollars was available through FY 2002 for performance 
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bonuses as an incentive to reward states for reducing welfare rolls and moving 
recipients to employment (Thomas, 1996). 
The new laws encouraged states to form relationships with churches, civic groups, 
and other organizations to meet the needs of low-income families. Also, the new welfare 
laws required able-bodied welfare recipients to work in exchange for services. States 
were given block grants to administer welfare programs and also financial incentives to 
reduce state welfare caseloads (Thomas, 1996). 
The 1996 Personal Responsibility and Work Reconciliation Act specifically 
introduced self-sufficiency as a major goal of welfare reform. However, little has been 
accomplished in the way of operationally defining what self-sufficiency means. Like its 
sister concept, dependency, the concept of self-sufficiency has been oversimplified. The 
concept misrepresents human agency and meaning in a modem complex society by 
assuming that economic self-sufficiency is an adequate and unproblematic teleological 
condition for human beings (Daughtry & Barber, 2000). 
According to Handler and Hasenfeld (1991), the concept of self-sufficiency is linked 
to free market economics, making it a normative moral of poverty, thus implying that 
those who are not self-sufficient are somewhat less than those who are. Consequently, 
self-sufficiency is an unsuitable, and largely unattainable goal for social welfare 
legislation. The researchers pointed out that by implication self-sufficiency was an 
inadequate focus of social work methods and techniques in the context of such 
legislation. 
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Redefining self-sufficiency from an ecology of work perspective shifts self- 
sufficiency and the problem of work life to the point of view of the worker, rather than 
from the point of view of political and economic social policy makers. The concept takes 
a bottom-up perspective, shifting the frame of reference from the dominant political 
economic discourse, with its widely accepted macroeconomic indicators, to the 
differential effects that the economy has on the various segments of society (Daughtry & 
Barber, 2000). 
Viewing economic self-sufficiency through the lens of an ecology of work can lead to 
a better understanding of the lived experience of workers as they seek a meaningful 
existence in the connection of their work and family lives. Ecology of work recognized 
that work life is entwined with personal life, especially for families, and that there were 
many new work factors that had a direct cost and bearing on work (Daughtry & Barber, 
2000). 
According to Lens (2002), the central question is whether former recipients are 
earning enough to maintain self-sufficiency. Virtually every study conducted by 
individual states tracking former recipients have found that these recipients remain in low 
paying positions that do not provide enough resources for the client systems. 
Parott (1998) in her analysis of studies of recipients in twelve states who left welfare 
and found jobs concluded that most recipients still remain below the poverty line. 
According to her report, this was the case even when recipients worked more than 30 
hours a week. According to Parott, former welfare recipients earned less than $8.00 per 
hour, with many making less than $6.00 per hour. After reviewing the most 
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comprehensive of the state income tracking studies, other researchers reached a similar 
conclusion, noting the uniformly low pay received by former recipients. This trend had 
not improved over time; however, more recently some studies have found that wages still 
average between $8.00 per hour, leaving the majority of former recipients’ income well 
below the federal poverty line (Loprest & Roberts, 2001). 
According to Browne (1999), minorities were over represented on welfare rolls 
because they face disadvantages in the labor market. African-American and Hispanic 
women earn less on average and are more likely to be unemployed than white women. In 
the 1970’s the earnings of African American and white women had almost equalized; 
however, by 1996 African American women’s earnings had eroded to 85 percent of white 
women’s earnings. 
During the 1990’s, African Americans and Hispanics together represented less than 
one quarter of the national population. However, they accounted for almost half of first 
time welfare recipients (U.S. Bureau of Census, 2000). 
Welfare to work programs may be able to affect the gap between minorities and 
whites in welfare and labor market participation by addressing sources of minority 
disadvantages in the labor market. Programs with an employment focus typically 
enhance welfare recipients’ job-hunting skills by offering instruction in resume writing 
and interviewing skills and by teaching job applicants how to make “cold calls.” 
Employment focused programs might therefore eliminate inequities in job prospects 
between ethnic groups by bolstering the job hunting skills of those with less work 
experience. In addition, employment focused programs might expand labor market 
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opportunities for minorities who lack informal job-hunting networks by providing job 
leads and through job-development efforts (Harknett, 2001). 
In a study which discussed the effects of reductions in general assistance to former 
welfare recipients in terms of employment, barriers to employment, and human services 
agencies researchers were likely to find multiple barriers to finding employment because 
of transportation, lack of education, responsibilities for the care of disabled family 
members, enrollment in substance abuse treatment programs and mental illness. It was 
argued that the ultimate result in reducing or eliminating general assistance might be 
more spending for increased human services. The inability to find jobs, not the lack of 
motivation or desire to work appeared to be the main cause of welfare dependency 
(Halter, 1996). 
Another study in which 104 long-term welfare recipients participated in a state job 
training and welfare reform demonstration that provided education, job training, and 
supportive services via intensive case management were evaluated on the outcomes and 
their relationship with social support. The results indicated that social support was more 
important than the length of time receiving welfare. The findings suggested that social 
support made a significant difference in dealing with welfare dependency for “hard to 
serve” long term welfare recipients (Sansone, 1998). 
In sum, the Personal Responsibility and Work Reconciliation Act, 1996 has made a 
major impact on how America is facing up to its massive welfare reform program. The 
program has gotten off to a very good start. Nation wide, welfare rolls have been reduced. 
Former welfare recipients are working. The goals of reducing dependency and defining 
self-sufficiency are in place. It has been an awesome task. However, to declare that 
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the welfare reform program is a success now would be premature. There are many 
challenges still ahead. 
The Workforce Development Program 
In order to understand the Workforce Development Program one must gain an 
understanding of the newly developed workforce development system. The following is 
an overview of this system. The system was designed to serve as the mechanism that 
would break the cycle of poverty and eliminate dependency on welfare for millions of 
families. 
The Balanced Budget Act of 1997 authorized the Welfare to Work (WTW) or 
Workforce grant program to fund employment related services for hard-to-serve welfare 
clients. The Welfare to Work amendments of 1999 gave grantees greater flexibility in 
serving this population. Although WTW is administered through the Workforce system, 
implementing this program requires coordination between welfare and workforce 
agencies. Implemented in all states July 2000, the Workforce Investment Act of 1998 
was designed to create a more coordinated and responsive workforce development 
system through the one-stop service center approach. This act also emphasized 
workforce attachment (Relave, 2000). 
According to Martinson (1999), the workforce development system generally refers 
to a broad range of employment and training services whose purpose is to enable job 
seekers, students, and employers to access a wide range of information about jobs, the 
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labor market, careers, education and training organizations, financing options, skills 
standards or certification requirements, and needed support services. 
Martinson (1999) acknowledges that there is not one typical workforce development 
system. He acknowledges that in most states much attention has focused on creating user- 
friendly one-stop career centers that provide job seekers, especially former welfare 
recipients and employers with one-stop access to a broad range of employment and 
training services at particular locations or through electronic linkages. 
As of April 1998, 46 states had received grants from the U.S. Department of Labor to 
establish one-stop centers. These centers have become the focal point of the workforce 
development system (Martinson, 1999). 
Most state workforce development system reforms strive to build a more integrated 
system from the existing array of federal and state programs. After several years of 
consideration. Congress enacted the Workforce Investment Act that restructured the 
streamlined multiple funding streams for the programs which aim to provide employment 
and training assistance to various segments of the population, particularly the 
economically disadvantaged. Under this new workforce legislation, all states were 
required to establish one-stop career centers (Martinson, 1999). 
In the past ten years, there have been more varied models under the Job Opportunities 
and Basic Skills (JOBS) program for providing welfare recipients with employment 
related activities. While there has been no comprehensive survey on how the JOBS 
employment services (ES) were delivered in all states, descriptive information shows that 
in many states, staff of the welfare agency provided job search assistance and other 
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related activities. While there has been no comprehensive survey on how the JOBS 
employment services (ES) were delivered in all states, descriptive information shows that 
in many states, staff of the welfare agency provided job search assistance and other 
employment services. However, in a number of states, welfare agencies contracted with 
the Employment Service (ES) or Job Training Partnership Act (JTPA) agency to deliver 
job search assistance services (Martinson, 1999). 
In some states, employment service programs were integrated in one-stop career 
centers that often included ES, JTPA, education, and other services. In many states, the 
employment service programs had interagency contracts or agreements with the welfare 
agencies to operate all or some of the employment service programs. Also, as states 
revamped their welfare systems in response to Temporary Assistance to Needy Families 
(TANF) and the Welfare-to-Work (WTW) grants program which provided supplemental 
funds to help welfare recipients with the most serious employment problems, all of the 
traditional employment services were affected (Martinson, 1999). 
The range of government programs providing employment, education, training 
services as well as the integration and coordination of these services (or lack thereof) 
were a concern of policymakers and program administrators over the past two decades. 
To assist in these efforts, several studies have focused on ways to improve the 
coordination of employment and training services for low-income and other populations. 
Many of these studies focused on the coordination between JTPA and one-stop service 
centers and a range of other programs including welfare-to-work programs which were 
operated through traditional employment service programs (Trutko, et al„ 1991). 
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TANF funds were transferred to the employment and training agency through a 
contract. Higher levels of service coordination, such as using one-stop centers, occurred 
in nine states. The National Governors’ Association (NGA) found that the decision to 
contract with the workforce development agency is made at the local level, especially in 
states with county-administered welfare systems. 
Pines and Callahan (1997) found in a study that some coordination between the 
workforce and welfare system lagged behind service integration in the areas of school to 
work and one-stop shops. This study concluded that coordination was greater in these 
programs because the school to work and one-stop shops were specifically designed by 
federal sponsors to incorporate an integrated approach. The authors found that 
coordination occurred best when authority is devolved to the states but with either strong 
encouragement or a federal requirement for integrated planning and implementation. 
Employment related programs provided under the workforce development have been 
involved to varying degrees in the state welfare reform programs over the past three 
decades. The Employment Service shared joint responsibility with state welfare agencies. 
Employment Service welfare services have usually been delivered from locations 
separate from the regular mainstream offices, sometimes with Employment Service staff 
co-located with welfare staff. In many states, both the Job Service and JTPA programs 
are viewed as the same agency (Martinson, 1999). 
In a study by Elliott, et al. (1998) the research team used site visits to 13 states to 
identify major workforce development issues and in order to gauge how their workforce 
programs were being affected by the newly enacted welfare reform legislation. The study 
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found that states’ workforce development systems were maintaining their own identity 
and, in most cases remained administratively distinct from welfare to work programs 
operated through TANF. Substantively, however, workforce development was being 
driven by the principles of welfare reform with its strong emphasis on rapid employment. 
In discussions with state workforce officials, Elliott’s research team identified three 
major areas for the workforce system to address in order to assist the poor in becoming 
self-sufficient. The three important areas identified by the research team were: (1) 
engaging employers in the program; (2) redesigning education and training programs to 
complement the work-first orientation, and (3) providing post-employment services 
(Elliott, et al., 1998). 
Job Satisfaction Measurement Instruments 
In this study job satisfaction was defined as the amount of satisfaction former welfare 
recipients experienced in their jobs. Four models were considered in order to select a 
model to define and measure the job satisfaction of the respondents. These models were: 
(1) Job Diagnostic Survey (JDS); (2) Index of Job Satisfaction; (3) The Minnesota 
Satisfaction Questionnaire (MSQ), and (4) the Job Descriptive Index (JDI). 
Job Diagnostic Survey 
The Job Diagnostic Survey (JDS) was developed for the Office of Naval Research, 
which addressed the national problem of organizational productivity and employee 
alienation from work. The study was commissioned because of the civil unrest and 
upheavals during the 1960’s. As a result of the study, one of the most elaborate and 
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widely accepted theories of job redesign was introduced. The JDS provided 
measurements for five core dimensions of job satisfaction: skill variety, task identity, task 
significance, autonomy, and job feedback (Hackman & Oldham, 1975). 
The five core dimensions of job satisfaction as outlined in the Job Diagnostic Survey 
(JDS) are as follows: (1) skill variety, the degree to which a job requires a variety of 
different activities in carrying out the work, which involves the use of a number of 
different skills and talents of the employee; (2) task identity, the degree to which a job 
requires completion of a “whole” and identifiable piece of work-that is, doing a job from 
beginning to end with a visible outcome; (3) task significance, the degree to which the 
job has a substantial impact on the lives or work of other people - whether in the 
immediate organization or in the external environment; (4) autonomy, the degree to 
which the job provides substantial freedom, independence, and discretion to the 
employee in scheduling the work and in determining the procedures to be used in 
carrying it out; and (5) job feedback, the degree to which carrying out the work activities 
required by the job results in employees obtaining direct and clear information about the 
effectiveness of their performance (Hackman & Oldham, 1975). 
An Index of Job Satisfaction 
The Index of Job Satisfaction was developed by Brayfield and Rothe. The Index of 
Job Satisfaction was one of the earliest records of an empirical study in the literature 
which was designed to measure job satisfaction. The construction of a scale for the Index 
of Job Satisfaction was a class project for members of the Army Specialized Training 
Program in personnel psychology at the University of Minnesota. The resulting job 
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questionnaire contained eighteen statements about jobs and was scored on a five point 
continuum utilizing Likert scaling. The Index of Job Satisfaction inferred that job 
satisfaction could be measured based on the individual’s attitude toward their work 
(Brayfield & Rothe, 1951). 
The Minnesota Satisfaction Questionnaire 
The Minnesota Satisfaction Questionnaire (MSQ) was developed in 1967. The MSQ 
measures satisfaction with 20 facets of the job environment. These facets are as follows: 
ability utilization, achievement, activity, advancement, authority, company policies and 
practices, compensation, co-workers, creativity, independence, moral values, recognition, 
responsibility, security, social service, social status, supervision-human relations, 
supervision-technical, variety and working conditions. Each facet is measured by the 
sum of five items with a rating scales that range from very satisfied to very dissatisfied 
(Weiss, Dawis, England & Lofquist, 1967). 
Job Descriptive Index 
The Job Descriptive Index (JDI) was selected as the conceptual model to be used in 
defining and measuring job satisfaction of former welfare recipients who participated in a 
Workforce Development Program of TANF (Temporary Aid to Needy Families) under 
the Personal Responsibility and Work Opportunity Reconciliation Act of 1996 because it 
allowed for an analysis of five facets (work satisfaction, pay satisfaction, co-worker 
satisfaction, and promotions satisfaction) which composed the concept of job satisfaction. 
Also, the JDI was selected because it was widely used by social scientists as a 
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measurement for job satisfaction of employees in the workplace and in human service 
organizations (Blazer, et al, 1990). 
Job Satisfaction 
In this study, job satisfaction was defined as the feelings former welfare recipients 
had about five facets of their work activities: the work itself, pay, co-workers, promotions 
and supervision with respect to their job or job experiences in relation to previous 
experiences, current expectations, or available alternatives. The following is a review of 
job satisfaction according to five defining facets which are work satisfaction, pay 
satisfaction, co-worker satisfaction, promotions satisfaction and supervision satisfaction 
(Blazer & Smith, 1990). 
According to the Urban Institute (1999), former welfare recipients were discriminated 
against in the workplace because of their low socio-economic status. They were often 
criticized for their lack of education and were perceived by employers as being lazy and 
incorrigible. When former welfare recipients entered the workforce these disparities 
eliminated any possible chances for salary increases. Moreover, the jobs held by former 
recipients were concentrated in occupations and industries with the greatest number of 
low wage earners. 
The industries in which former welfare recipients were the most concentrated were 
services and wholesale/retail. For the most part, former recipients worked in similar 
occupations and industries as unskilled workers. Service industries were the largest 
occupation for unskilled workers. Even within service occupations, the distribution of 
employment was similar (e.g., food services versus cleaning services). The distribution 
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of jobs across industries was also similar for former recipients and unskilled workers. 
Again, service industries were the most common industry category for unskilled workers 
and for former welfare recipients (Loprest, 1999). 
Work Satisfaction 
Work satisfaction was defined as the worker’s satisfaction with the work itself. Work 
satisfaction was measured on the JDI scale by the following three sub-facets: (1) the kind 
of work; (2) the amount of freedom to do the work, and (3) the amount of job enrichment 
related to the work (Blazer & Smith, 1990). 
Work satisfaction is considered as an employee’s perception of his/her overall liking 
and acceptance of work dimensions available in a given situation (Smith, Kendall, & 
Hulin, 1964). However, Weisman, Alexander & Chase (1967) saw job satisfaction as the 
degree of positive effect toward the overall job or its components. 
More Americans are expressing unhappiness with their jobs. Also, a widespread 
feeling among many American’s that their jobs aren’t providing the satisfaction they once 
did is likely to be a growing concern for management (Franco, 2002). 
Work satisfaction does not merely result from the job, the individual or the 
environment; a combination of all these factors is necessary. Work satisfaction varies 
directly and proportionately with the extent to which the needs of the individual workers 
can be satisfied in a job situation. Workers whose personal needs are satisfied on the job 
are more likely to remain on the job as productive employees than those whose needs are 
not satisfied in the work situation (Megginson & Mosley, 2002). 
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Riusbult, Farrell, Rodgers & Mainous (1988) made a significant contribution to our 
understanding of employee/employer exchange relationships by outlining and testing a 
cogent model of responses to how to define low job satisfaction. They suggested primary 
exchange variables would affect the propensity for an employee to exhibit a particular 
type of response behavior. 
Among these were level of overall job satisfaction and quality of job alternatives. 
Behavioral responses were categorized as exit, voice, loyalty, and neglect. Types of 
behavior that fall into each category are illustrated as follows: exit or quitting; 
transferring, searching for a different job, thinking about quitting; voice or discussing 
problems with the supervisors or coworkers, suggesting solutions, seeking help from an 
outside agency, loyalty or waiting and hoping for improvement, trusting the organization 
to do the right thing, neglect or reduced interest or effort, chronic lateness or absenteeism 
using company time for personal business, and increased error rate. The responses relate 
to one another systematically by differing along the dimensions of constructiveness 
versus destructiveness and activity versus passivity. Exit is active and destructive, voice 
is active and constructive, neglect is passive and destructive, loyalty is passive and 
constructive (Rusbolt, Farrell, Rodgers & Mainous, 1988). 
According to the Conference Board (2002), workers are least satisfied with bonus 
plans, promotion policies and educational training programs. About the only thing 
workers seem exceptionally pleased about is their commute to work. Even a declining 
percentage of Americans say they enjoy working with their colleagues 58% compared to 
more than 64% in 1995. 
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Workers aged 35-44 are the least content. Less than 48% are satisfied, down from 
nearly 61% in 1995. Older workers, aged 55-64, also express a low level of satisfaction. 
Only 45% say they are satisfied (Conference Board, 2002). 
Employee retention and turnover are the most objective measures of employee 
satisfaction/dissatisfaction in organizations. Common estimates of turnover costs range 
from 10,000 to 40,000 per person, depending on the position, while retention actually 
increases revenues. The Harvard Business review reports that a 5% increase in retention 
results in a 10% decrease in costs and productivity increases ranging from 25% to 65% 
(Conference Board, 2002). 
One psychologist has identified that the euphonic feeling a person has when “falling 
in love” with someone as “feeling much better about yourself when you are with that 
person than when you are not.” How people feel about themselves is their self-esteem. 
So when people “fall in love” their self-esteem is higher when they are around the person 
of their affection. Creating an environment in the workplace that results in employees 
feeling better about themselves when they are in it, than when they are not, results in 
similar “love” of their work (Conference Board, 2002). 
A work environment that constantly raises an employee’s self esteem, about what 
she/he experiences anywhere else in their life, will be where she/he most desires to spend 
their time and yields very high employee satisfaction with their job and costs next to 
nothing. People do more of what they enjoy and less of what they do not enjoy. People 
who enjoy working are more productive (Conference Board, 2002). 
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The organizations in which people work affect their thoughts, feelings and actions 
in the workplace even while they are away from their workplace. Likewise, people’s 
thoughts, feelings, and actions affect the organizations in which they work. 
Organizational behavior is an area of inquiry concerned with both sorts of influence: 
work organizations on people and people on work organizations (Brief, 2002). 
According to Berry (1977), in order for an organization to be successful the 
organization must continuously ensure satisfaction of their employees. Berry defines job 
satisfaction as an individual’s reaction to the job experience. 
Berry also concluded that there are various components that are considered to be vital 
to job satisfaction. These variables are important because they all influence the way a 
person feels about their job. These components include the following: pay, promotion, 
benefits, supervisor, co-workers, work conditions, communication, safety, productivity, 
and the work itself (Berry, 1977). 
According to the Current Population Survey (1999), a person who is considered as 
low skilled is more likely to be placed in a job that produces low wages. The survey 
indicated that 27% of the low skilled workers worked in service occupations, 6.3% 
worked in factories and 5.8% worked in housekeeping. These individuals work for less 
than $7.50 per hour. The dominant low-wage earners are employed by eating and 
drinking places, a mere 26%, while 11.2% are janitors, cleaners and healthcare workers 
and family care providers make up 19% of these earners. 
Turnover and burnout are alive and well in the food service industry. Workers leave 
the food service industry mostly because of bum out. Concerned about the lack of job 
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satisfaction and mounting turnover in food service, restaurant managers were surveyed 
in order to study what issues were driving workers to quit restaurant jobs and leave the 
industry. It was found that acute turnover of hourly wage workers forced managers to fill 
in and cover for these workers. The study indicated that the average workweek for all 
non-agriculture wage and salary workers was over forty three hours. In food service the 
average overall workweek was about fifty-seven hours. Also managers were forced to 
work more hours for less pay compared to the national average. Restaurant managers 
received $35,000 for sixty hours of work as opposed to the national average of $35,000 
for forty hours (Berta, 2001). 
The greatest workplace malaise was found among baby boomers (the 45 to 54 age 
group), whose job satisfaction had declined more than 57% to less than 47% since 1995, 
the Conference Board reported the most enthusiastic of the group was also waning 
(Franco, 2002). 
Another study conducted by the Conference Board, which polled five thousand 
United States households, revealed that less than half of all workers, including those in 
different age groups and income levels were satisfied with their work. While they felt 
slightly better about job security, 50.2% now versus 48.6% in 1995, workers gave dismal 
ratings to promotional policies, bonuses, education and training (Caudron, 2001). 
Job satisfaction has stimulated a great deal of research interest, partly because it is 
viewed as important in its own right and partly because of its association with other 
outcomes (VanScotter, 2000). One study found that there was an average correlation 
between job satisfaction and behaviors much like those that comprise contextual 
37 
performance. However, the study did not have enough evidence to determine the 
direction of the relationship. With a few exceptions, research in this area has been cross- 
sectional in nature, making it difficult to establish the direction of the relationships 
(Podsikoff & Mackenzie, 1997). 
Employee’s performance leads to rewards and rewards lead to satisfaction. In their 
view, employees are satisfied when they receive outcomes that are valued and when they 
feel they are treated fairly. However, researchers also acknowledged that employees 
found some tasks rewarding and enjoyable by themselves. Many of the interpersonal 
aspects of contextual performance, especially those that involve expressing oneself, were 
likely to fit in this category (Clark, 1996). 
According to Borman and Motowidlo (1993), contextual performance increased 
employees’ job satisfaction by making work context more pleasant and supportive. 
Borman and Motowidlo’s work in this area agrees with what was later found by others. 
Borman and Motowidlo’s description was consistent with what researchers found in 
other studies. The description was related to contextual performance as a category of 
behavior that is valuable to organizations because it helps support and maintains the 
psychological and social context in which task activities are performed. Both approaches 
agreed that employees with more effective contextual performance are more likely to be 
more satisfied with their jobs (Career Builders, 2002). 
Job satisfaction is influenced by age, race, and gender. It is generally believed that 
job satisfaction increases linearly with age. There is some empirical evidence that the 
relationship is U-shaped, declining frequently during early employment and then 
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increasing steadily up to retirement. In general, morale is high among young adults 
during their initial years of employment. A low point is reached when workers are a part 
of the workforce for years and problems in life affect their flow. However, after this 
period, job morale usually climbs with age (Career Builders, 2002). 
A new career builder survey of 2,500 United States workers found that overall job 
satisfaction was on the decline from 69% to 61% between January, 2001 and February, 
2002. Workers indicated that they were growing weary as they absorbed negative 
corporate news and were forced to take on additional responsibilities as companies 
downsize. Also many workers were settling for second choices in career opportunities. 
Over half of those surveyed stated that they continued to work under a great deal of stress 
(Career Builders, 2002). 
In a study by Boushey (2002), it was found that job quality was critical for upward 
mobility and longer employment tenure. According to the study, balancing work and 
family was not the only barrier that welfare mothers face when looking at the labor 
market. 
The work first ideology is that any job is better than no job, and case workers were 
asked to move welfare recipients into jobs as quickly as possible, rather than offering 
education, training, or even time to find a job that would be a good match and provided a 
decent standard of living. It was noted by the study that long term success in the labor 
market could be hindered if the first job is of low quality and does not offer upward 
mobility (Boushey, 2002). 
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Early studies of former welfare recipients have found that about three quarters of 
former recipients worked with their current employer for less than a year. Also, a third of 
these former welfare recipients worked for less than six months, while about half of other 
low income mothers have been on their job for than a year (Richer, Savner & Greenberg, 
2001). 
The quality of the initial job taken was critical in determining who will sustain a job 
over the long term and who will not (Cancian & Meyer, 2000). Historically, however, 
welfare recipients did not obtain good initial jobs. Rather, they were more likely to find 
jobs that were fairly unstable that provided low pay, few fringe benefits, and were 
associated with high turnover (Rangaraian, Schochet & Chur, 1998). 
Pavettie and Aus (1997) found that women who were on welfare, or who shared the 
demographics of welfare women, were less likely to move into a good job - one paying 
more than $8.00 per hour and for more than 35 hours per week. Fewer than half of the 
young women studied who did not have a high school degree were in a good job of any 
kind in their twenties as opposed to almost three-fourths of all the young women and 
59% of the mothers. 
Education is the key, not only to finding a good job but also to keeping it. The study 
indicated that while 41% of all women work steadily in good jobs by ages 26 and 27, 
only 22% of the mothers and 15% of women who had not completed high school did so 
(Pavettie & Aus, 1997). 
There was a study conducted on African American women that looked at job 
satisfaction and how African American women (the main respondents in this present 
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study) were exposed to occupational stressors, specifically that of institutional 
discrimination and interpersonal prejudice. The study findings suggested that 
institutional discrimination and interpersonal prejudice were more important indicators of 
job satisfaction as opposed to supervision and heavy workloads (Hughes & Dodge, 
1997). 
Most welfare recipients who are hired seem to perform at least adequately in their 
jobs and have fairly high retention rates. Still, most also earn relatively low wages and 
have limited prospects for advancement, either in these jobs or elsewhere. And 
significant factions experience major difficulties with job turnover, absenteeism and other 
aspects of performance (Holzer, 2001). 
According to Holzer (2001), most of the hired welfare recipients perform at least 
reasonably well on their jobs and had retention rates higher than previously predicted. 
Still, significant factions suffered from weak job performance or from turnover. 
In the workplace many welfare recipients had serious issues at home. Also, problems 
associated with soft skills (i.e. basic work readiness and social skills) seem more 
prevalent than those associated with hard skills, and cognitive and task related abilities, at 
least among those who have been hired and in jobs that they hold. All of these factors 
had to be overcome for this group to experience work satisfaction (Danziger, 2000). 
Work satisfaction is affected by changes in company structure and work load. 
Expectations required employees to develop new skills, satisfy new needs, and meet new 
friends. Workers, in this situation, experienced satisfaction in their jobs even though the 
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majority was not trained to perform novel tasks or manage additional pressures, 
resulting in “stressed” employees (Rittermayer, 2000). 
Work satisfaction is affected by job stressors that exist in all work environments. 
Identifying the factors which are associated with worker distress can make it possible to 
modify the environment in ways that are beneficial to the employee and the employer 
(Britt, 1999). 
There is a strong relationship between emotional distress and physical illness and 
work satisfaction. Several possible explanations can account for this result. Emotional 
distress may tax cardiovascular, gastrointestinal and other physical systems. Positive 
affect when emotional distress is low, may contribute to enhanced immune function and 
quicker resolution of sympathetic reactivity (Seifert, 1995). 
According to VanDick and Wagner (2002), the implications of social identification 
for work motivation and other work related attitudes and behaviors can dramatically 
affect the satisfaction a worker experiences. Based on assumptions from social identity 
theory and self-categorization theory, it is proposed that an increase in social 
identification or social identity salience will be associated with improvements in all 
aspects of work motivation and work satisfaction. 
In a test of two competing models of meaning and satisfaction at work indicated that 
the meaning and satisfaction at work could be influenced by the demographic 
composition of work groups, especially by their racial and gender compositions. The test 
also indicated that the meaning and satisfaction at work models can be influenced by 
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behavioral management, especially by using leadership in maintaining a productive 
environment and by respect for workers’ rights (Hodson, 2002). 
Also, according to Hodson (2002), the well established role of socio-technical factors 
such as job autonomy as foundations for meaning and satisfaction in work was also 
replicated in the analysis. The test indicated that when contrasted with both work group 
demography and traditional job and organizational characteristics, a well run organization 
was found to be the single most important underpinning for a meaningful and satisfying 
work life. 
It is noted in a study that describes a forty-two nation regression based on indicators 
of aggregated performance motivation, work satisfaction, life satisfaction and subjective 
well-being shows that individuals tend to want to better their own performance when they 
repeated the same tasks. They also want to perform better than their competitors. The 
study showed that work satisfaction and life satisfaction are more pronounced across 
countries with higher levels of income, education, and life expectancy (Van deVliert & 
Janssen, 2002). 
In a study that examined the role of adult attachment style in meeting the challenges 
of both work and family roles for parents of young children, theory suggests that secure 
attachment provides a basis for successful negotiation of issues of intimacy and 
exploration for adults, family and work satisfaction. Using a large sample of adults in 
committed relationships; the author assessed satisfaction with work, satisfaction with 
family, stress, and role overload. Results indicated that most parents, particularly those 
with secure attachment styles, are able to function in multiple domains successfully. 
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However, women and men with fearful attachment styles, characterized by views that 
the self is unlovable and others are untrustworthy, have marked difficulty in many family 
domains and with achieving satisfaction in their work (Vasquez, Durik & Hyde, 2002). 
The authors of a report on an experimental policy-capturing study that examines the 
simultaneous impact of person-job, person-group, and person-organization fit on work 
satisfaction determined that all three types of fit had important, independent effects on 
satisfaction in the workplace. Work experience, however explained systematic 
differences in how participants weighted each type to fit. Multiple interactions also 
showed participants used complex strategies for achieving work satisfaction (Kirstof- 
Brown, Jansen & Colbert, 2002). 
In a three day cognitive behavioral training course, 77 mental health professionals 
completed training in managing hallucinations and delusions in psychiatric patients. It 
was observed that upon completion of the training, the workers had significant increases 
in feelings of adequacy, legitimacy, employment related self-esteem, and expectations of 
work satisfaction. It was observed that training motivated empathy for the patients and 
an increase in work satisfaction (McLeod, Deane & Hogbin, 2002). 
Nurses working in five Swedish forensic psychiatric units completed a questionnaire 
designed for general psychiatric nursing which was modified for forensic use. Data 
reflecting work satisfaction, clinical supervision and nursing activities were analyzed. 
Seven factors were identified. The nurses were most satisfied with co-operation, 
information, and work role and they were less satisfied with relatives and patient’s 
influence. In spite of working in a clinical environment characterized by violent patients 
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and conflict, work satisfaction was almost the same as nurses and occupational 
therapists in general care (Rask & Levander, 2002). 
Participants in a simulated work environment were exposed to one of four feedback 
conditions that varied in verbal and nonverbal positivity. Either a male or a female 
supervisor provided feedback. Results indicate that both productivity and general work 
satisfaction varied by feedback condition and gender. The results demonstrated the 
importance of examining both verbal and nonverbal components of feedback messages, 
along with the gender of the supervisor and subordinate when there was a concern for the 
work satisfaction of employees (Laplante & Ambady, 2002). 
Jemigan, Beggs and Kohut (2002) conducted a study the dimensions of work 
satisfaction as predictors of commitment type. The researchers found that work 
satisfaction was a significant predictor of moral commitment. Work satisfaction was also 
a significant predictor of the dissatisfaction with organizational policies and autonomy. 
The study suggested that understanding how various factors impact the nature and the 
form of an individual’s work commitment would be worth the effort. 
According to Stevens, Kiger, and Riley (2002), many studies that make use of the 
spillover model of work and family cite anecdotal stories about how a reduction in work 
family spillover will directly enhance family relations. The authors argue that while 
work satisfaction and family fit are certainly important, they see them as very complex 
relationships that affect the domestic aspects of work with in the family especially when 
gender was one of the major considerations. 
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In a qualitative study of eight individuals who were notably happy at work, the 
study group was interviewed in order to explore the psychological and environmental 
determinants of their work satisfaction. The results indicated that the participants 
demonstrated a dogged commitment to follow their interests of what they succeeded in 
and enjoyed; exhibited a breath of personal competencies and strengths; and functioned 
in work environments characterized by freedom, challenge, meaning, and positive social 
atmosphere (Henderson, 2000). 
A field investigation of 337 employees and their immediate superiors tested the 
mediating role of empowerment in relations between job characteristics, leader-member 
exchange, team member exchange, and work outcomes. The meaning and competence 
dimensions of empowerment mediated the relation between job characteristics and work 
satisfaction. The findings suggested that work satisfaction is explained largely by job 
characteristics which also could explain other variations when combined with 
empowerment, organizational commitment and job performance. 
According to Bussing, Bissels, Fuchs and Klaus (1999), traditional work satisfaction 
research is criticized for its personalistic approach to conceptualization and measurement. 
Its results are doubted because of the artificially high proportions of satisfied employees. 
According to the authors, in order to overcome some of the shortcomings of measuring 
work satisfaction is to use the four forms of work satisfaction that were first proposed by 
earlier research which include, comparison of the actual work situation and personal 
aspiration, global satisfaction, changes in level of aspiration, and controllability at work. 
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Holland (1996) outlined in his 1985 typology of persons and environments and 
summarized support for the theory as an explanation of stability and change in careers 
and work satisfaction. Studies have shown that people flourish in their work environment 
when there is a good fit between their personality type and the characteristics of the 
environment. The study confirmed that work satisfaction is a significant indicator of a 
good job fit for employees and a stable work situation. 
A general theory of work adjustment has suggested that the better the correspondence 
between occupational rewards and individual occupational needs, the greater will be 
employee satisfaction at work. A study was conducted to try to capitalize on a new set of 
instruments in order to test a specific hypothesis derived from the work adjustment theory 
concerning the impact of correspondence on work satisfaction. Two groups of social 
workers were selected. One sample was analyzed to obtain the occupation levels and the 
other sample was analyzed to gauge individual occupational needs levels and satisfaction 
ratings with different work aspects. A correlation analysis indicated a strong association 
between the difference score sectors and satisfaction ratings among the subjects in the 
second sample (Tziner, 1983). 
Research on the work satisfaction of professionals by Bonjean, Brown, Grandjean & 
Macken (1982) has yielded policy recommendations that were both pervasive and 
consistent. However, a major gap in the research literature is the absence of longitudinal 
studies demonstrating that planned organizational change does bring about significant 
changes in those components of follower satisfaction targeted for improvement. 
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An attempt was made to document the success of such an endeavor in a university 
of nursing study over a six year period. The consistency of the evidence presented 
indicates broader generalizations for both theory and practice than would ordinarily be 
chanced on the basis of a case study, even when the case approached a natural 
experiment. The results provided strong support of the personality and organization 
perspective, which predicts dissatisfaction as a consequence of incongruence between 
member predispositions and organizational demands (Bonjean et al., 1982). 
In a study of correctional employees; work satisfaction, work performance, employee 
growth orientation and tenure with the organization as predictor of correctional employee 
turnover was examined. The study indicated that there were significant differences 
across three turnover groups for each predictor variable (Wright, 1993). 
While much attention has been given to the organizational consequences of turnover, 
minimal consideration has been given to the effects of turnover on the employee as it 
relates to work satisfaction. This study found support for the situational approach to 
effect determination in a prospective, two year longitudinal field study. Specifically, 
turnover was shown to predict changes in subsequent job measures of work satisfaction 
and mental health. The study indicated that employees who changed jobs and 
occupations showed greater increases in both work satisfaction and mental health than 
employees who remained in their initial positions. Work satisfaction and mental health 
differences were evident when employees changed occupations or made attitudinal 
adjustments toward a new job (Wright & Bonett, 1992). 
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The relationship between degree of burnout experienced during the first year of the 
career and career adaptation were explored. The subjects were twenty-five human 
service professionals originally working in the fields of public service law, public health 
nursing, high school teaching, and mental health. Early career burnout was assessed and 
was highly correlated with the Maslach Burnout Inventory. The results showed that early 
career burnout was closely related to work satisfaction (Chemiss, 1992). 
Pay Satisfaction 
Pay satisfaction was defined as the worker’s satisfaction with their pay. Pay 
satisfaction was measured on the JDI scale by the following three sub-facets: 1) the 
amount of pay received on the job; 2) the degree to which the worker is fairly paid, and 
3) the amount of fringe benefits received (Blazer & Smith, 1990). 
It might seem as if most people driving in rush hour traffic have scowls on their faces, 
but according to a report by the New York based Conference Board, the commute may 
very well be one of highlights of their day. According to the report, more American 
workers find satisfaction from their daily commute than their actual job. The report also 
indicated that in good economic times many employees do not believe they are getting a 
fair share of the salary, promotion and bonus pie (Franco, 2002). 
Pay satisfaction addresses attitude toward pay and was defined as the perceived 
difference between actual pay and expected pay. Expected pay was based both on the 
value or perceived inputs and outputs on the job and the pay of other workers holding 
similar jobs or possessing similar qualifications. Pay satisfaction was also influenced by 
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the personal financial situation of the employee, the economy, and the amount of pay a 
worker had previously received (Miceli & Lane, 1991). 
Research on pay satisfaction has spanned decades. It assumes even greater 
importance with the changing workforce, demographics and increasing scarcity of human 
resources. Despite extensive research, few stable predictors of pay satisfaction have been 
identified, perhaps because few pay satisfaction research seldom explores personality or 
dispositional characteristics as potential antecedents. Personality research is sometimes 
held in low regard; this may explain the dearth or personality related explorations in pay 
research (Alder & Weiss, 1988). 
More recently disposition factors fawned credibility and visibility in the 
organizational literature. Pay satisfaction research is important for at least two reasons, 
pay is a significant organizational expense and it is also valued by individual outcome. 
From a cost perspective alone, pay is a critical organizational resource. Compensation 
cost perspective alone account for between 10 and 50 and in some cases as much as 90% 
of organizations operating expenses (Avery, Carter & Buerkley, 1991). 
Money plays a vital role in employees’ lives (Gerhart & Milkovich, 1992). Pay 
provides employees with information about issues such as their progress toward internal 
and external goals. There is little question that money can and does affect behavior. 
Money buys things that people want. The less people are paid, the more likely they may 
be concerned with pay and are dissatisfied (Wemimont & Fitzpatrick, 1972). 
Workers who start jobs at low wages are less likely to stay employed; employment 
tenure in low-wage jobs is shorter than in more highly paid ones. Workers with longer 
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work histories generally are paid higher wages and increased work experience is 
positively correlated with at least moderate wage growth (Gladden & Taber, 2002). 
High pay and generous raises presumably correlate with worker contentment, but as 
survey respondents reported that there is more to work than money. True, the best-paid 
workers tended to be more satisfied with their jobs. But workers in the lowest income 
bracket felt the most secure in their positions. And they were the most likely to indicate 
they feel better about security than they did a year ago (Higgins, 2000). 
Sixty percent of workers are dissatisfied with the pay they received from their 
employers according to surveys conducted by The Discovery Group, a management 
consulting firm specializing in assessing employee opinions. Pay dissatisfaction often 
results in decreased motivation, decreased morale, poor work quality and increased 
turnover (Wernimont & Fitzpatrick, 1972). 
The three major sources of pay dissatisfaction are with pay structure, the pay level 
and merit increases. Of the three, employees are least satisfied with the link between 
their pay and their job performance (Katcher, 2001). 
The issue of the equity comes into play in that of pay satisfaction. Equity exists when 
employees perceive that the ratios of their inputs (efforts) to their outcomes (rewards are 
equivalent to the ratios of other employees). In equities exits when these ratios are not 
equivalent; an individual’s own ratio of inputs to outcome could be greater than or less 
than that of others (Adams, 1963). 
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The concept of comparable worth comes in to play at this juncture. Women have 
been the victims of sexism in many striking and concrete ways. They historically have 
had fewer rights and are financially less well off to a significant degree (Zastrow, 2000). 
The principle of comparable worth which maybe defined as the “calling for equal 
pay” for males and females performing the same type of work apply to this population. 
Work which requires comparable skill, effort, and responsibility under similar working 
conditions (Beliak 1984). 
The majority of American women work outside of the home. Their work is critical to 
their livelihood and in many cases to their self-concept. However, women tend to be 
clustered in occupations that are historically relatively low paying (Fox & Biber, 1984). 
These occupations include secretaries, childcare workers, receptionists, typists, 
nurses, hair-dressers, and cashiers. Men on the other hand, tend to work in better-paying 
occupations, as physicians, lawyers, managers, engineers, and construction workers. 
Perhaps an even more striking finding is that most of these job categories (including 
those which are viewed also as being feminine and those viewed as being masculine) 
women will earn less than men in the same job category (U.S. Bureau of the Census, 
1981). 
If an organization is spending significant sums on its compensation packages, it 
should pay attention to the implications of these policy decisions. Satisfaction with the 
various components of pay is more related to job satisfaction and employee turnover than 
are the amounts spent on pay. Failure to assess employees pay satisfaction levels makes 
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it impossible to determine if pay policies are having the desired effects (Sturman & 
Short, 2000). 
The 1980s started a resurgence of interest in pay as a motivator and as a tool for 
organizational change. Part of the reason for the interest is the promise offered in the 
reward management literature that new pay strategies are one way in which human 
resource management can affect the economic success of organizations (Mahoney, 1992). 
Armstrong and Mulis (1994) published one of the best known guides to reward 
management literature. They argue that appropriately administered reward management 
can: improve individual and organizational performance, support culture management, 
support mangers, empower individuals and teams, recruit and retain high quality staff, 
motivate higher performance, increase employee identification with mission, strategy and 
values of the organization, reward people fairly and equitably, support introduction of 
new management developments, encourage flexibility, and be cost-effective. 
Another reason for the interest in pay has been the political attention given to pay as a 
means of making companies more competitive. Researchers have argued that the 
objective of government policy towards pay during the last 15 years has been to make 
pay more responsive to market forces and companies ability to pay (Kessler & Bayliss, 
1995). 
Kenneth Clarke (1987) stated that if we can move to a system where pay increases 
were primarily based on performance, merit, company profitability and supply and 
demand in the local labor market, we could dethrone once and for all the annual pay 
round and the belief that pay increases do not have to be earned. Thus human resource 
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management literature and political pressures have supported the introduction of new 
systems of payment at work, although there are countervailing pressures for the 
maintenance of traditional pay systems. 
Wage residuals reflect employees with low wage residuals who might be expected to 
experience inequity relative to others and may exhibit negative responses. Consistent 
with this line of reasoning, Levine found that employees with higher wage residuals 
reported that they were less likely to quit, were more satisfied with their pay, were 
willing to work harder than they had to, and were more committed to the firm which 
calculated wage residuals for more than 8,000 manufacturing employees (Levine, 1993). 
Perry (1993) found a link relationship between pay equity and job satisfaction. 
African Americans whose income was more than 2,000 below the national median 
reported the lowest levels of job satisfaction, and African Americans whose income was 
more than 3,000 above the median reported the highest job satisfaction. 
Carr, McLoughlin, Hodgson, and MacLachlan (1996) found that the knowledge that 
one was overpaid or underpaid lowered intrinsic motivation. College students who were 
paid for their participation in an experiment spent less time working on puzzles during 
free choice period when they learned that other students had been paid double or half the 
amount for participating in the same experiment. 
In recent research a conceptual model was developed based on identity theory to 
specify the relationship between group incentives and pay satisfaction. Pay satisfaction, 
as currently measured does not include items that directly measure group-based rewards, 
therefore, any changes in pay satisfaction associated with group incentive implementation 
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would be the result of some spillover effect. Identity theory was employed to model 
this effect by delineating how group incentives tap salient work-related roles. The 
findings indicated that gain sharing plans could be viewed as either a benefit or as part of 
individual pay based on the ability of the incentive plan to activate work-related roles 
(Welbourne & Cable, 1995). 
According to Brett, Cron & Slocum (1995), most people agree that the financial 
pressures of a job are consequential in influencing employees’ attitudes and behavior at 
work. The financial requirements confronting employees have been shown to moderate 
the relationship between pay satisfaction and life satisfaction and between employees’ 
intentions to leave their organizations and facets of job satisfaction. The results of a 
regression analysis indicated stronger relationships existed between organizational 
commitment and performance for those with low financial requirements than for those 
with high financial requirements. 
Although research has now demonstrated that both distributive and procedural justice 
are important, little work has been done to examine how they may interrelate in the 
prediction of employee reactions such as organizational commitment and pay 
satisfaction. In a study that used a sample of male engineers in a public utility company, 
four different models of the justice-employee relationship was compared. In the models 
pay satisfaction received the most support (Sweeney & McFarlin, 1993). 
In most previous research, pay satisfaction has been treated as satisfaction with pay 
level. However, little is known about how individuals respond to pay systems. An 
analyses of survey responses of approximately 2,000 managers and executives in pay for 
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performance plans supported models devised for such a study. Perceived pay relative 
to external others, predicted reactions to pay, but not to pay systems. The study 
concluded that the selected pay system is related to pay satisfaction (Miceli, Jung & Near, 
1991). 
A mail survey was used to measure pay satisfaction, current salary, four personal 
standards of comparison, and basic demographics of 169 mental health professionals. As 
predicted, pay satisfaction was determined by the simultaneous appraisal of current salary 
against personal standards of comparison. The study indicated that discrepancy effects 
were stronger when deserved salary or minimum salary was the standard of comparison 
than when other’s salary or average salary was used (Rice, Phillips & McFarlin, 1990). 
A study by Jackson (1989) examined the hypothesis that gender differences in the 
meaning of money influence the value of pay and pay satisfaction. The results of the 
study indicated that the relative deprivation theory provided a framework for 
understanding how women’s paradoxical contentment may contribute to the gender wage 
gap and their attitude toward pay satisfaction. 
In an investigation of the determinants of pay satisfaction, telephone interviews were 
conducted with 248 fully employed men in Wisconsin who were asked about their 
income, job satisfaction, and other economic and demographic matters. The results of the 
study indicated that material benefits associated with living standards and intrinsic job 
satisfaction were major predictors of pay satisfaction. Social comparisons were found to 
contribute virtually nothing to predicting the pay satisfaction of the study participants 
(Berkowitz, Fraser, Treasure & Cochran, 1987). 
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Satisfaction with pay is often viewed as being an important affective variable 
intervening between pay and turnover. A study was conducted to examine the effects of 
pay satisfaction and pay expectation on withdrawal cognition and turnover. The results 
indicated that pay satisfaction and pay expectation were both correlated with withdrawal 
cognition, but expectation did not contribute explanatory variance after pay satisfaction. 
Pay satisfaction was found significantly correlated with actual job turnover. No evidence 
was found of an interaction effect of pay satisfaction and the expectation of withdrawal 
cognition or turnover (Motowidlo, 1983). 
Although sex differences in job satisfaction have been dealt with in the recent 
literature, research findings are somewhat unclear. In this study sex differences in job 
satisfaction were examined at high and low occupational levels. Based on previous 
considerations, a significant occupational level as related to sex interaction was predicted 
for pay and promotion satisfaction. The results supported the predictions that sex 
differences in job satisfaction rotated around organizational rewards and that these 
differences were moderated by occupation. Upper-level men and lower-level women 
indicated that they were more satisfied with their pay and promotions. It was unclear 
exactly why lower-level women reported relativity high pay satisfaction when they 
received the smallest salaries; however it appeared that pay satisfaction was influenced 
by factors other than absolute income (Varca, Shaffer & Me Cauley, 1983). 
According to a study by Graham and Welbourne (1999), there is some evidence that 
women have equal or high pay satisfaction than similarly situated men, even though they 
may earn less than these men. The study examined gender differences in pay satisfaction 
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in two companies before and after gain sharing bonus programs were introduced. The 
findings indicated that women had higher pay satisfaction than men prior to the 
introduction of gain sharing and there was some evidence that this difference was greater 
among lower-paid employees. The findings indicated that women did not exhibit higher 
pay satisfaction after gain sharing is introduced. 
A study was conducted to determine if employee participation in pay decisions lead 
to positive organizational attitudes. Employees of an engineering division of a public 
utility were surveyed prior to and following the implementation of a bonus pay program. 
Employees who were involved in the design of the program and in award determination 
experienced increased job satisfaction, commitment, and the understanding of the 
relationship between performance and pay. However, employees did not experience 
increased pay satisfaction (Bullock, 1983). 
A study by Ganzach (2003) suggested that intelligence and education have 
differential effects on intrinsic job satisfaction and on pay satisfaction. According to the 
study, intelligence had a strong direct negative effect on intrinsic satisfaction, but it had a 
negligible effect on pay satisfaction because it was positively associated with the level of 
desired job complexity but not with the level of expected pay. On the other hand 
according to the findings, education had a strong direct negative effect on pay satisfaction 
but a small effect on intrinsic satisfaction because it is positively associated with 
expected pay. The effects of intelligence and education were compared favorably to the 
effects on global job satisfaction. 
Research on pay satisfaction has been criticized for inattention to determining 
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whether its multiple dimensions have different consequences and for over reliance on 
cross section designs. Structural equation analysis of data from two field studies showed 
that satisfaction with pay systems, but not pay levels, led to greater perceived 
organizational support, which in turn affected employer commitment and organizational 
citizenship. Union commitment was a positive function of pay system satisfaction and a 
negative function of pay level satisfaction (Miceli & Mulvey, 2000). 
A study compared attitudes toward pay and work of employees who changed from 
the high tier to the low tier after transferring jobs from low to high paying departments 
with those who similarly transferred but did not change tiers. The study indicated that the 
former had lower pay satisfaction than the latter, but they did not differ in job satisfaction 
and in commitment to the organization. The findings suggested that the change-tier 
employees’ loss high-tier status was a likely reason for their pay dissatisfaction (Lee & 
Martin, 1996). 
Churchill & Pecotich (1982) investigated the relationship between salespeople’s level 
of pay, satisfaction with pay, and valence for more pay using structural equation models 
with unobserved variables. The results suggested that greater satisfaction with pay was 
associated with lower valences attached to it; those who were most highly paid were the 
most dissatisfied with their pay level, there was no direct relationship between an 
individual’s income level and his/her valence for more pay. 
A study conducted to consider how the family environment may affect women’s 
needs, values, work experiences, and job satisfaction. Results supported the hypothesis 
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that women’s experience of their family environment predicts their job satisfaction. 
Women who have experience with political and cultural activities and express their 
feelings experienced higher levels of satisfaction with the work. Women who perceived 
their families as structured and organized were more satisfied with their pay (Sinacore- 
Guinn, Akcali & Fledderus, 1999). 
Co-worker Satisfaction 
Co-worker satisfaction was defined as the worker’s satisfaction with their co-workers 
on the job. Co-worker satisfaction was measured on the JDI scale by the following three 
sub-facets: (1) the cooperation workers get on the job from co-workers; (2) the 
satisfaction with the people on the job, and (3) the on-the-job interaction between fellow 
workers (Blazer & Smith, 1990). 
Fulfilling work is enjoyable and provides intrinsic gratification (Mirowsky & Ross, 
1984). Social interaction at work involves positive communication and interaction with 
others, including peers, friends, co-workers, supervisors, students, clients and so on (Ross 
& Wright, 1998). It follows that an employee will be more satisfied with a relationship 
characterized by fair outcomes and a more fair work environment (Carrell & Mich, 
1978). 
Co-workers satisfaction assesses the level of worker satisfaction with fellow workers. 
It was defined as the degree of satisfaction with which co-workers were thought to be 
determined by the work-related interaction among co-workers and the mutual liking or 
admiration of fellow workers (Blazer & Smith, 1990). People value a sense of 
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community and cooperation among their co-workers (Schneider, Gunnavson & Niles, 
1994). 
An environment of fear and distrust breeds lost pride and self-protective behaviors 
among workers. Rudeness and bad manners have become alarmingly common in the 
American workplace. Seventy-one percent of workers surveyed have been insulted, 
demeaned, ignored or otherwise treated discourteously by their co-workers (Locke, 
Schweiger & Latham, 1986). 
When lower-status employees voiced opposition to incivility by higher status 
colleagues and professional, negative social relation were likely. This involved slights, 
ostracism and gossip. When the social status of target and instigator were similar, 
objecting to rudeness was much more likely to trigger these negative consequences 
(Blazer & Smith, 1990). 
Strong employment relationships are the key determinant of job satisfaction among 
paid employees and self-employed individuals. Not only does job satisfaction reflect a 
person’s overall quality of working life it also has been linked to productivity. Strong 
employment relationships are associated with the more affective use of human resources. 
Employees who have strong employment relationships have more opportunities in their 
job to develop and use their skills and abilities. This supports the creation of human 
capital, which is essential for both individual well-being and a healthy economy (Lowe & 
Schellenberg, 2000). 
Weak employment relationships contribute to high turnover, judging from statistics 
on employees who looked for a job with another employer in the past year. Those 
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employers who are facing recruitment and retention challenges and are also competing 
for talent in a tight labor market needed to pay careful attention to employment 
relationships. Workers who have strong employment relationships personally report 
good morale within their workplace. Morale is an important ingredient in cultivating a 
healthy and a productive work environment (Lowe & Schellenberg, 2000). 
Employees in weak employment relationships report more absenteeism due to 
personal illness or injury than do employees in strong relationships. Absenteeism is 
costly to employers, detracts from an individual’s quality of life, and reduces national 
productivity (Lowe & Schellenberg, 2000). 
Equity is another topic for consideration in viewing coworker satisfaction. Adams 
(1963) stated that equity has experienced its ups and downs since he last proposed this 
theory as a way of understanding how employees respond to situations in which they are 
treated more or less favorably in comparison to a referent “other.” According to the 
equity theory, inequitable comparisons result in a state of dissonance or tension that 
motivates the person to engage in behavior designed to relieve the tension (e.g., raise or 
lower work efforts to reestablish equity or leave the situation that is causing inequity). 
Research on equity theory has examined the effect of inequitable companies on employee 
attitudes expected to reflect the dissonance (e.g., job satisfaction) as well as behavior 
intended to adjust or compensate for the inequity (e.g., theft, organizational citizenship 
behavior). 
Ambrose (1999) postulated that although inequity theory was initially described as a 
motivational theory, with inequity leading to behavior intended to connect the 
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experience. Some research in the 1990s did not examine the inequity-behavior link. 
Instead, research focused directly on the inequity component, examining how inequity 
was associated with attitudes like dissatisfaction. The research in the 1990s consistently 
demonstrated that under payment inequity was associated with negative attitudes; 
however, there continues to be ambiguity about the effects of over payment inequity. 
Joshi (1990) found that users’ perceptions of inequitable distributions of information 
resources contributed to dissatisfaction with their organizations information systems 
department. 
Women face more issues with inequalities than men, even though the professional 
opportunities available to women are greater than in the past, the experiences of men and 
women are still quite distinct. Women are frequently employed in low-level service and 
clerical occupations (Reid, 1998). 
Slow advancement, the glass ceiling, sexual harassment and other forms of sex 
discriminations continue to evoke women’s authority and positions in many 
organizations. This leads to “less” positive attitudes than “men” (Neider, 1987). 
Women’s responses to negative employment experiences have not been adequately 
addressed in the organizational sciences. Additional inquiry that focuses on their job 
perceptions, attitudes and performance is needed (Gurek, Cohen & Tsui, 1996). 
According to Marongiu and Ekehammer (1999), a person’s self concept and his or her 
identification to a job or organization can be weakened by these negative work 
conditions. The psychological gender development theme places emphasis on the 
development of confidence through interpersonal contact and the integrity of women self 
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concept. The psychological separation women feel combined with a lower self image 
could negatively affect their perceptions of job responsibility. 
Responsibilities generally refers to an individuals involvement with various work 
related events and their outcomes. Consequences have implications for their identity. 
The amount of responsibility an individual feels on any given occasion is a direct 
function of the strength of the organization (Britt. 1999). 
Managers often give women less authority than they give men with similar 
qualifications. Women are commonly discouraged from using their power. If the 
experiences of women can be attributed impart to a lack of job authority then their 
negative responses at work may also be attributed to a lack of enrichment (Reskin & 
Padavic, 1994). 
According to Snavely and Jey (1991), another strategy that may mitigate women’s 
lack of perceived job responsibility involves placing women in challenging jobs that 
possess high levels of authority and responsibility. Indeed, negative stereotypes and 
biases have collectively caused women to work in occupations that provide significant 
challenge and enrichment, which may adversely affect their affiliation with a job or 
organization. By giving women more job responsibility as well as an enhanced 
opportunity to lead, they may more readily feel a link between their identity and the 
organization for which they work. 
Human capital theory explains inequalities like those listed above by differences in 
individual ability resulting from different educational attainment. This theory postulates 
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that the number of confident individuals who are better educated and more experienced 
will inadvertently enjoy higher returns for their efforts (Becker, 1975). 
Human capital is defined as an individual’s stock of education, experience, skills, and 
intelligence. In general, human capital refers to an individual’s ability. According to 
human capital theory, education and experience develop skills that enable workers to be 
productive (Becker, 1975). 
According to Douthit (1999), human capital alone enables a person to achieve some 
of their potential, but only within the limits and confines of a particular social setting. In 
a workplace setting, human capital allows a person to learn and adapt quickly to specific 
situations (e.g., a firm’s culture) and allows the individual to adjust their social setting in 
a way that the full potential of their human capital can be exploited, rather than adapt 
their goals to fit the context. 
Promotions Satisfaction 
Promotions satisfaction was defined as the worker’s satisfaction with the 
opportunities for promotions on the job. Promotions satisfaction was measured on the 
JDI scale by the following three sub-facets: (1) the opportunities for promotions; (2) the 
promotional policies of the organization, and (3) the method in which promotions are 
handled (Blazer & Smith, 1990). 
Promotions satisfaction measures the worker’s satisfaction with the organization’s 
promotion policy and the administration of that policy. Satisfaction with promotions was 
thought to be a function of the frequency of promoting the importance of promotions and 
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the desirability of the frequency of promotions (Campbell, Dunnette, Lawler & Weick, 
1970). 
Job promotions are aspects of organizational life, which have been relatively 
neglected in the research literature. There has been little research reported on how 
promotion systems might affect workers’ attitudes and behaviors (Schwarzwald, 
Koslowsky & Shalit, 1992). 
Promotions opportunities are an important job reward that contributes to satisfaction 
and commitment. There is considerable American and British evidence that actual 
promotions and promotions opportunities enhance work attitudes (Morris & Vilemez, 
1992). 
Promotions generally lead to jobs that are better, in terms of both extrinsic rewards 
(e.g., pay and fringe benefits) and intrinsic rewards (e.g., autonomy and interesting work 
tasks). According to the values-rewards perspective, this is the major mechanism by 
which promotions affect job attitudes (Bray & Howard, 1980). 
In recent years many organizations have not provided as much of an opportunity for 
promotion as they previously did, and this may be expected to result in decreased 
satisfaction; however, organizations may be able to counteract some of its dissatisfaction 
with decreased opportunity by insuring that procedural aspects of the promotion system 
are well designed and satisfactory to employees (Bray, 1980). 
On the average women take four years to make the transition from bad job to a 
good job, and about 25% take more than six years (Pavetti & Gregory, 1997). In a recent 
policy review on the subject of welfare reform and the low-wage labor market. It was 
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concluded that opportunities to move up continue to exist for some workers on the 
low-wage labor market, but they may be becoming more narrowly available. And many 
former welfare recipients who do succeed in obtaining low-wage work may have had 
particular difficulty in moving up the job ladder (McMurrer, Sawhill & Lerman, 1997). 
Opportunities for advancement are becoming more restricted to those who do not 
have education or training beyond high school. Declining internal promotional 
opportunities for experienced but unskilled workers almost surely means that firms are 
also not hiring such workers from outside for these positions. If less skilled workers 
perceive few opportunities for promotion and increased total earnings, this may limit 
their willingness to accept a low-wage entry level job (Nightingale, 1994). 
For many employees, promotion does not happen often; some employees never 
experience it in their careers. The manager making a promotion reward decision attempts 
to match the right person with the job. Criteria that are often used to reach promotion 
decisions are performance and seniority. Performance which can be accurately assessed 
is often given significant weight in promotion reward allocations (Gibson, Invancevich & 
Donnelly, 1985). 
Workers are more satisfied with jobs that have promotion from within policies, 
training programs, personnel policies that assure equal opportunity for advancement and 
education, and also good physical facilities and conveniences: lounges, cafeterias, gyms, 
and the like (Morton, 1977). 
A study was conducted that examined the relationship of mobility and satisfaction 
among an older generation of men in an industrial organization. Mobility as measured by 
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ranks climbed had no consistent effect on job or promotion satisfactions. Data 
indicated that “early” promotions among high opportunity men enhanced job satisfaction 
but not promotion satisfaction (Lehman, 1968). 
Leigh, Lucas, and Woodman (1988) examined the impact of psychological climate 
and perceptions of management control on relationships of role conflict and ambiguity 
with job satisfaction and intentions to change jobs. The study findings indicated that 
relationships of role conflict and ambiguity with pay and promotions satisfaction were 
heavily affected. 
Johnston, Parasuraman, & Futrell (1989) examined the interrelationships of 
components of pay and promotion satisfaction of job satisfaction. The researchers found 
that leadership role clarification had a significant negative effect on role ambiguity and a 
positive effect on promotion satisfaction. Job tenure was found to influence promotions 
satisfaction, and supervision satisfaction. 
A longitudinal quasi-experimental study design was used to investigate the 
relationships of a selected set of work related attitudes to promotion and turnover among 
one hundred and seven salesmen. Results indicated that the relationships between the 
internal and external movement of the employees and several key job related attitudes 
which included promotions satisfaction showed significant differences between groups 
(promoted stayers and non-promoted leavers) that were studied (Johnston, Griffeth, 
Burton & Carson, 1993). 
Qualitative reviews of the literature have reached inconsistent conclusions regarding 
the strength of the relationship between promotions and job turnover. No significant 
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relationships were found between promotion satisfaction and job turnover or between 
perceived promotional opportunities and turnover. However, a significant negative 
relationship was found between actual promotions and job turnover (Carson, Carson, 
Griffeth & Steel, 1994). 
Young, Worchel and Woehr (1998) studied the factors associated with organizational 
commitment among blue-collar workers. Previous work in this area suggested that 
among blue-collar employees commitment would be more closely related to extrinsic 
rewards (pay satisfaction) rather than to intrinsic factors. The results indicated that job 
commitment was positively and significantly related to promotions satisfaction. Contrary 
to expectations, pay satisfaction did not correlate significantly with commitment. 
A study analyzed the job satisfaction of administrators employed in the sport 
industry. The areas of satisfaction which were researched included overall satisfaction, 
satisfaction with pay, satisfaction with promotion, satisfaction with supervision, 
satisfaction with co-workers, and satisfaction with the work itself. Results of a 
descriptive analysis indicated that the administrators experienced satisfaction with their 
overall employment, supervision, work, and co-workers and neutral satisfaction with pay 
and promotion (Smucker, 2001). 
Downey, Hellriegel and Slocum (1975) tested the hypothesis that organizational 
climate interacts with individual personality in influencing job satisfaction and 
performance. The respondents were ninety two managers who represented different 
hierarchical levels and functional areas in an industrial firm. The results of the study 
supported the congruency hypothesis for job satisfaction, but only partially for job 
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performance. The findings indicated that personality and climate dimensions were less 
related to pay and promotion satisfaction than to co-worker and supervisory satisfaction. 
The authors of a study on equal employment opportunity, affirmative action, white 
job attitudes and promotion satisfaction within organization showed that the effects of 
equal employment opportunity/affirmative action policies on whites’ job related attitudes 
indicated that white prospective job recruits, as expected, rated a potential employer 
whose equal employment policies were framed as targeted to benefit blacks were less 
attractive than a potential employer whose policies were framed more generally. Also, 
the results of the field study showed that prejudice against blacks moderated the 
relationship between whites’ perceptions that their organization’s equal employment 
opportunities were targeted to benefit blacks and their satisfaction with promotional 
opportunities (James, Brief, Dietz & Cohen, 2001). 
The influence of past promotions on the promotional outcomes of satisfaction with 
promotion magnitude, opportunity, policies and practices, and expectations of future 
promotions were studied for managers. Data collected from and analyzed concerning 
ninety seven male and eighty six female managers in organizations across the United 
States revealed significant positive relationships between the number of previous 
promotions awarded to managers by the employing organization and the satisfaction with 
promotion magnitude, opportunity, and policies and practices. These data further 
revealed a significant positive relationship between the number of prior promotions 
received within management and the manager’s expectations of future promotions from 
the employing organization (De Souza, 2002). 
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Supervision Satisfaction 
Supervision satisfaction was defined as the worker’s satisfaction with their 
supervisors on the job. Supervision satisfaction was measured on the JDI scale by the 
following three sub-facets: (1) the amount of support received from supervisors on the 
job; ( 2) the degree of fair treatment received from the supervisor, and (3) the overall 
quality received in supervision (Blazer & Smith, 1990). 
Supervision satisfaction reflects in worker’s satisfaction with his supervisor. In 
general, the more considerate and worker-centered supervisors are the greater levels of 
worker satisfaction with supervisors (Bernard & Goodyear, 1991). 
Supervision is based on the values, worldviews, beliefs, and actions of the trainee and 
supervisor. The importance of addressing cultural variables in the supervisory 
relationship has also been noted in several models of cross culture supervision that 
stresses the importance of supervisors initiating such discussions (Hackman & Oldham, 
1976). 
According to Fried and Ferris (1987), there is a need to explore the impact of racial 
diversity/similarity or the supervisory dyad as well as “the willingness of the supervisor 
to open the cultural door and walk through it with the supervisee” (p. 300). 
Many other work-related variables are recognized as predictors of various job 
responses. Job design studies, for instance, show that characteristics such as variety, 
autonomy, and feedback can be used to increase job satisfaction and employee 
performance and to decrease turnover (Jeanquart-Barone, 1996). 
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Supervisory satisfaction relates to satisfaction with supervision rather than other 
conditions or agents in the workplace. The subordinates’ perception of the supervisor is 
necessary to understand since it is perception that created reality for the subordinate and 
from which feelings, attitudes and behaviors result. If the subordinate views the 
relationship with the supervisor as unsatisfactory, the subordinate experiences internal 
tensions with very few alternatives to resolve the situation (Allport, 1955). 
According to a report by the U.S. Department of Health and Human Services (2002), 
enhancing the performance and productivity of the system and the development of the 
subordinate, and understanding of the dynamics of employee perceptions of the 
supervisor is critical. This was especially true in the context of the projected changes in 
the demographics of the work place. 
Studies show that an employee’s direct supervisor has the most influence on whether 
he or she finds a job satisfying. Working with a manager who understood the workers, 
and who also gave the workers choices in their work lives, tended to improve the 
satisfaction level of most employees (Hoehgraf, 1998). 
A supervisor is an agency administration staff member to whom authority is 
delegated to direct, coordinate, enhance, and evaluate on the job performance of the 
supervisions for whose work they are held accountable. In implementing this 
responsibility the supervisor performs administrative, educational, and supportive 
functions in interaction with the supervised in the context of a positive relationship. The 
supervisor’s ultimate objective is to deliver to agency clients the best possible service, 
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both quantitatively and qualitatively, in accordance with agency policies and 
procedures (Kadushin, 1976). 
A crucial aspect of this definition is the emphasis on carrying out those tasks in 
interaction with the supervisee in the context of a positive relationship. This relationship 
between supervisor and supervisee has been described as consisting of three elements: (1) 
rapport (general ability to get along); (2) trust (the ability of the social worker to be open 
with the supervisor and to share mistakes and failures as well as successes); and (3) 
caring (the communication by the supervisor of concern for the worker (Shulman, 1993). 
Various models of supervision focused on the nature of the supervisor-supervisee 
relationship. These have been described in the literature as ranging from more 
traditional, authoritarian models in which the supervisor’s authority emerges from agency 
sanction on one end, to more collaborative models in which the authority emerges 
essentially from the supervisor’s competence on the other end (Shulman, 1993). 
Employers need to think about “employee development” in terms of such initiatives. 
As you give people more sense of control you get more commitment and involvement. 
Ninety percent of all development occurs on the job (Nelson, 1997). 
In an important stream of research, psychologists have also investigated job 
involvement primarily as an outcome of situational characteristics. It has been studied as 
a function of job characteristics, such as task autonomy, task significance behaviors, such 
as leader consideration, participative decision making, and amount of communication 
(Brown, 1996). 
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Contrary to the individual difference perspective, the situationalist perspective 
implies that job involvement changes when elements of the job context change. The jobs 
potential for satisfying savant psychological needs is posed as the force mediating the 
relationship between environmental functions and job involvement (Kanungo 1979). 
This mediational assumption underlies virtually all the research relating job 
characteristics and supervisory behaviors to job involvement, but it has generally been 
considered axiomatic and not submitted to empirical testing (Brown, 1996). 
Although the domain of psychological needs in the workplace has been pursued in 
various ways by different researchers, considerable common ground exists. Work 
environments that provide a sense of meaningfulness of one’s work; often control the 
methods by which work is accomplished, maintain clear and consistent behavioral norms, 
provide feedback about the work accomplished, include supportive relations with 
supervisors and to workers. They also provide opportunities for personal growth and 
development and are conducive to job involvement (Brown, 1996). 
Munson (1981) surveyed 65 supervisees and 64 supervisors. He focused on models 
of supervision in three area: (1) structure (traditional, individual, group, and 
independent); (2) authority (sanction versus competence); and (3) teaching (Socratic, 
growth, and integrative). 
When Munson examined the impact of the use of different models he found that the 
structural models did not produce significantly different outcomes regarding interaction 
and satisfaction, but the authority models did. The competence model of authority was 
the most productive in all respects. This was the model in which the supervisor’s 
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authority was derived from competence and skill rather than from agency sanction 
(Munson, 1981). 
A mediation model of the relationship between the behaviors of supervisors and the 
productivity and satisfaction of subordinates was employed in the current investigation. 
The components of that model include the supervisor intent, the supervisor’s behavior, 
the subordinates’ perceptions of the supervisor’s behavior, and the resulting satisfaction 
and productivity of the subordinate. This perspective views subordinates’ perceptions as 
the primary precursors of their productivity and satisfaction. One but only one of the 
elements impacting those perceptions is the behavior of the superior. Many other factors, 
most of which are not under the direct control of the supervisors, also impact 
subordinates perceptions working conditions, notably the work task, the personality of 
the subordinate, and concerns of the family and community are a few of the other 
important elements which impact subordinate perceptions (Richmond, Wagner & 
McCraskey, 2002). 
Theoretical Framework 
It is increasingly clear that the only way for families to break the cycle of dependency 
and escape poverty is through work. Welfare reform has brought unprecedented success, 
as millions of Americans now know the value of hard work (Gueron & Pauly, 1991). 
The Family Support Act of 1988 further increased the emphasis on work and work 
readiness preparation by requiring states to establish a Job Opportunities and Basic Skills 
(JOBS) program. With only a few exceptions, able-bodied, adult AFDC recipients who 
were not already working thirty or more hours a week were required to participate in the 
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JOBS program. Requiring work has its root in the earliest social welfare policies that 
evolved in Elizabethan times and continued on with the passage of the Elizabethan Poor 
Laws in 1601 (Gueron & Pauly, 1991). 
The theoretical framework for this study was based on Abraham Maslow’s Need 
Satisfaction Model. Maslow believed that the main reason that people become 
committed and stay committed to organizations is based on a hierarchy of needs. This 
simple descriptive account of human needs suggest that if someone experiences a chronic 
deficiency in terms of needs being satisfied then this need will drive or motivate that 
person’s behavior. The person cannot reach their highest level of self-actualization until 
all their needs are met (Accel -Team, 2001). 
The needs are arranged from level one to five. Level one, the physiological needs or 
food, water, and shelter must be attained before the person can move to level two which 
are safety needs wherein the individual must feel safe before he can proceed to the third 
level which encompasses a human being’s need to love and to be loved before they can 
move to the fourth level which are esteem needs. The individual must have a positive 
awareness of self and their environment before they can ascend to the final level, which is 
that of self-actualization. At this state, the person has satisfied all their lower needs and 
has reached the apex of their being (Cummings & Huse, 1989). 
Maslow is helpful in formulating an approach to the study of the behavior of both the 
individual and society. In short, Maslow argued that need satisfaction should be treated 
as a basic human right. In its essence, the argument is that to become truly human, the 
needs must be satisfied, and so it is a societal responsibility to create arrangements that 
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facilitate the satisfaction of these. For example, the provision of public assistance 
programs is basically aimed at meeting the survival level needs of eligible recipients 
(food, clothing and shelter). Those needs are met before social belonging needs are met 
(Cummings & Huse, 1989). 
A secondary theoretical approach was incorporated in that of Douglas McGregor’s 
Theory Y. One of the most important aspects of management is the understanding of 
employees and how human nature affects performance in the work place. In order for 
managers and employees to work together in a more productive unit, the employees must 
know how they fit into the overall scheme of operations, and managers need to have the 
knowledge of how to maximize productivity by supporting their employees through an 
appropriate management style (Accel-Team, 2001). 
Theory Y assumes that people are creative and are eager to work. Theory Y 
employees tend to desire more responsibility and are comfortable in working 
environment which allows creativity and the opportunity to become personally involved 
in organizational planning (Accel-Team, 2001). 
Theory Y also assumes that the expenditure of physical and mental effort in work is 
as natural as play or rest. This theory asserts that control and punishment are not the only 
way to make people work. A worker will direct themselves if they are committed to the 
aimed of the organization. If a job is satisfying, then the result will be commitment to the 
organization. The average worker learns, under proper conditions, not only to accept but, 
also to seek responsibility. Theory Y also assumes that imagination, creativity and 




Chapter III presents the methods and procedures that were used in conducting the 
study. The following are described: research design; description of the site; sample and 
population; instrumentation; treatment of data, and limitations of the study. 
Research Design 
A descriptive and explanatory research design was employed in this study. The study 
was designed to ascertain data in order to describe and explain the job satisfaction among 
former welfare recipients who were participants in a workforce development program in 
Fulton County under the Personal Responsibility and Work Opportunity Reconciliation 
Act of 1996. 
The descriptive and explanatory research design allowed for the descriptive analysis 
of the demographic characteristics of the respondents. Also, this research design 
facilitated the explanation of the statistical relationship between the kind of work, pay, 
interactions of co-workers, opportunities for promotions, the support from supervisors 
and the job satisfaction of the respondents who were participants in a Workforce 
Development Program of TANF under the Personal Responsibility and Work 
Opportunity Reconciliation Act of 1996. 
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Description of the Site 
The research study was conducted in Atlanta, Georgia. Atlanta is the largest urban 
metropolitan city in the State of Georgia. The surveys were administered at the Office of 
Workforce Development-Central Career Center of the Fulton County Human Services 
Department. The Atlanta site was selected after soliciting other workforce development 
agencies in Georgia who indicated that they were unable to deliver a representative 
number of survey questionnaires for the study. Also, another reason for selecting the 
Atlanta site was because the administrator and staff at this site were cooperative, 
accessible and demonstrated a genuine interest in the purpose and outcome of the 
proposed research. 
Sample and Population 
The target population for the research was composed of former welfare recipients 
who obtained employment due to their participation with the Office of Workforce 
Development. One hundred (100) respondents was selected utilizing nonprobability 
convenience sampling from among the participants of the selected Atlanta site for the 
study. 
Instrumentation 
The research study employed a survey questionnaire entitled Job Satisfaction among 
former welfare recipients. The survey questionnaire consisted of two sections with a total 
of twenty-seven (27) questions. Section I solicited demographic information about the 
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characteristics of the respondents. Section II employed the Job Descriptive Index 
scale in order to measure job satisfaction among the respondents (Blazer et al., 1990). 
Section I of the survey questionnaire consisted of twelve questions (1 thru 12). Of the 
twelve questions, selected questions were used as independent variables for the study. 
The questions in Section I were concern with gender, age group, racial category, marital 
status, TANF/AFDC recipient, years receiving TANF/AFDC, family members on 
TANF/AFDC, wages, education, members in household, employment and type of 
employment. These questions provided information for the presentation of a 
demographic profile on the respondents of the research study. 
Section II consisted of fifteen job satisfaction questions (13 thru 27). Section II 
utilized the Job Descriptive Index (JDI) which measured to what extent job satisfaction 
existed among the respondents about the kind of work (work satisfaction), their pay (pay 
satisfaction), the interactions they have with co-workers (co-worker satisfaction), 
opportunities for promotions (promotions satisfaction) and the support they received from 
their supervisors (supervision satisfaction) in the workplace. Items on the Job 
Descriptive Index (JDI) were responded to on a four point continuum Likert scale. The 
scale was as follows: 1 = Very Dissatisfied; 2 = Dissatisfied; 3 = Satisfied, and 4 = Very 
Satisfied. 
Treatment of Data 
Statistical treatment of the data employed descriptive statistics, which included 
measures of central tendency, frequency distribution, and cross tabulation. The test 
statistics for the study were phi and chi square. 
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Frequency distribution was used to analyze each of the variables of the study in 
order to summarize the basic measurements. A frequency distribution of independent 
variables was used to develop a demographic profile and to gain insights about the 
respondents of the study. 
Cross tabulations were utilized to demonstrate the statistical relationship between 
independent variables and the dependent variable. Cross tabulations were conducted 
between the kind of work, pay, interactions of co-workers, opportunities for promotions, 
support from supervisors and the job satisfaction among former welfare recipients who 
were participants in a Workforce Development Program of TANF under the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996. 
Two test statistics will be employed. The first test was Phi ( 0 ) which is a symmetric 
measures of association that is used to demonstrate the strength of relationship between 
two or more variables ( Bromstead and Knoke, 1995). The following are the values 
associated with phi ( 0 ): 
.00 to .24 “no relationship” 
.25 to .49 “weak relationship” 
.50 to .74 “moderate relationship” 
.75 to 1.00 “strong relationship” 
The second test statistics employed in the research study was chi square. Chi Square 
was used to test whether there was a significant statistical significance at the .05 level of 
probability among the variables in the study. 
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Limitations of the Study 
There were two basic limitations of the study. The first limitation was the limited 
number of sites and participants that were available to participate in the study. The 
second limitation was the location of the site. Because the site was located in Atlanta, 
Georgia, it could be predicted that the vast majority of the participants and respondents 
would be African American females. 
CHAPTER IV 
PRESENTATION OF FINDINGS 
The purpose of this chapter was to present the findings of the study in order to 
describe and explain the job satisfaction among former welfare recipients who 
participated in a Workforce Development Program of TANF (Temporary Aid to Needy 
Families) under the Personal Responsibility and Work Opportunity Reconciliation Act of 
1996. This chapter presents the findings of the study. The findings are organized into 
two sections: demographic data and research questions and hypotheses. 
Demographic Data 
This section provides a profile of the study respondents. Descriptive statistics were 
used to analyze the following: gender, age group, ethnicity, marital status, education, the 
present wages of respondents, whether respondents were employed full or part-time, their 
present employment, whether respondents received TANF/AFDC, the number of years 
respondents received TANF/AFDC, and their knowledge of other family members 
receiving TANF/AFDC. 
A target population for the research was composed of former welfare recipients who 
obtained employment due to their participation with the Office of Workforce 
Development. One hundred former welfare recipients was selected utilizing convenience 




Demographic Profile of Study Respondents 
Variable Frequency Percent 
Gender 
Male 4 4.0 
Female 96 96.0 
Age Group 
Under 30 49 49.0 
30-39 37 37.0 
40-49 13 13.0 
Over 50 1 1.0 
Ethnicity 
African American 95 95.0 
White 2 2.0 
No answer 3 3.0 
Marital Status 
Married 2 2.0 
Never Married 84 84.0 
Divorced 11 11.0 
Separated 1 1.0 
Widowed 2 2.0 
Education 
Some High School 32 32.0 
High School Grad 46 46.0 
Vocational School 3 3.0 
Some College 16 16.0 
College Grad 3 3.0 
Present Wages 
Under $5 per hour 1 1.0 
$5 - $7 hr 44 44.0 
$8-$10 hr 40 40.0 
Over $10 hr 15 15.0 
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Table 1 continued . .. 
Demographic Profile of Study Respondents 
Variable Frequency Percent 
Employment 
Full - time 81 81.0 
Part - time 17 17.0 
Unemployed 1 1.0 
No answer 1 1.0 
Present Employment 
Food Service 22 22.0 
Health Care 19 19.0 
Child Care 9 9.0 
Office work 16 16.0 
Other than above 32 32.0 
No answer 2 2.0 
Received TAN F / AFDC 
Yes 96 96.0 
No 4 4.0 
Years Receiving TANF / AFDC 
Less than 1 year 20 20.0 
1-3 years 49 49.0 
4-6 years 29 29.0 
7 years or more 1 1.0 
No answer 1 1.0 
Other Family Receiving TANF / AFDC 
Yes 31 31.0 
No 67 67.0 
No answer 2 2.0 
As indicated in Table 1, the typical respondent of the study was an African-American 
female who was never married, under thirty years old, a high school graduate, was 
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employed full-time in a variety of jobs, earned wages of between five to seven dollars 
per hour, had received TANF/ AFDC for one to three years and indicated no other family 
members received these benefits. 
Research Questions and Hypotheses 
There were six research questions and six null hypotheses in the study. This section 
provides an analysis of the research questions and a testing of the null hypotheses. 
Research Question 1 : Is there job satisfaction among former welfare recipients who 
were participants in a Workforce Development Program of TANF 
under the Personal Responsibility and Work Opportunity 
Reconciliation Act of 1996? 
Hypothesis 1 : There is no significant job satisfaction among former welfare 
recipients who were participants in a Workforce Development 
Program of TANF under the Personal Responsibility and Work 
Opportunity Reconciliation Act of 1996. 
Job Satisfaction among former welfare recipients 
Job satisfaction is a principal concept in most theories of work motivation and work 
behavior. Since the 1930s, job satisfaction has been of great interest to the business 
world because it was felt that it was closely associated with job productivity in the 
workplace (Butler, 1990). 
In the study job satisfaction was defined as the satisfaction former welfare recipients 
experienced with five facets of their job activities: the work itself, pay, co-workers, 
promotions and supervision. According to the JDI model, job satisfaction can best be 
explained utilizing five facets: work satisfaction, pay satisfaction, co-worker satisfaction, 
promotions satisfaction, and supervision satisfaction (Blazer & Smith, 1990). 
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Work Satisfaction 
Work satisfaction was defined as the satisfaction former welfare recipients experience 
with the work itself. According to the JDI model, work satisfaction can best be explained 
utilizing the following three sub-facets: Work 1: The kind of work; Work 2: The amount 
of job freedom, and Work 3: The amount of job enrichment (Blazer & Smith, 1990). 
Table 2 is a frequency distribution of the sub-facets of work satisfaction among 100 
former welfare recipients. Table 2 indicates whether or not the respondents were 
dissatisfied or satisfied with the kind of work they did, the amount of job freedom they 
had to do their jobs, and the amount of job enrichment they experienced while on the job. 
Table 2 
Work Satisfaction sub-facets among former welfare recipients 
Dissatisfied Satisfied 
# % # % 
Work 1 : The kind of work I do 14 14.0 86 86.0 
Work 2: The amount of job freedom 13 13.0 87 87.0 
Work 3: The amount of job enrichment 29 29.0 71 71.0 
As shown in Table 2, former welfare recipients indicated that they were satisfied 
(86%) with the kind of work they did. Also, former welfare recipients indicated that they 
were satisfied (87%) with the amount of job freedom they had to do their jobs, and they 
were satisfied (71%) with the amount of job enrichment they experienced on the job. 
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Table 3 is a frequency distribution for the computed variable of work satisfaction. In 
order to determine the true value or arithmetic mean of the computed variable, the values 
(1 thru 4) from the measurement scale of the three sub-facets were calculated by dividing 
the sum total of the set of figures by the number of figures. The following is an example 
of the calculation: (2 + 1 + 4) / 3 = 2.66. 
Table 3 
WORKSAT: Work Satisfaction among former welfare recipients 
Value Frequency Percent 
Dissatisfied 32 32.0 
Satisfied 68 68.0 
Total 100 100.0 
Mean 2.68 Std. Dev .469 
As shown in Table 3, the former welfare recipients indicated that they were satisfied 
with the work on their jobs. Of the 100 respondents, 68% indicated that they were 
satisfied while 32% indicated that they were dissatisfied with the work they were doing 
on the job. 
Pay Satisfaction 
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Pay satisfaction was defined as the satisfaction former welfare recipients express 
about their pay. According to the JDI model, pay satisfaction can best be explained 
utilizing the following three sub-facets: Pay 1: The amount of pay; Pay 2: The degree to 
which one is fairly paid, and Pay 3: The amount of fringe benefits (Blazer & Smith, 
1990). 
Table 4 is a frequency distribution of the sub-facets of pay satisfaction among 100 
former welfare recipients. Table 4 indicates whether or not the respondents were 
dissatisfied or satisfied with the amount of pay they got, the degree to which they felt 
they were fairly paid, and the amount of fringe benefits they received on their jobs. 
Table 4 
Pay Satisfaction sub-facets among former welfare recipients 
Dissatisfied Satisfied 
# % # % 
Pay 1 : The amount of pay I get 49 49.0 51 51.0 
Pay 2: The degree to which I am fairly paid 48 48.0 52 52.0 
Pay 3: The amount of fringe benefits 54 54.0 46 46.0 
As shown in Table 4, former welfare recipients indicated that they were just slightly 
more satisfied (51%) than dissatisfied with the amount of pay they got on their jobs, and 
just slightly satisfied (51%) with the degree to which they felt they were paid fairly. The 
90 
respondents indicated that they were dissatisfied (54%) with the amount of fringe 
benefits they received on their jobs. 
Table 5 is a frequency distribution for the computed variable of pay satisfaction. In 
order to determine the true value or arithmetic mean of the variable, the values (1 thru 4) 
from the measurement scale of the three sub-facets were calculated by dividing the sum 
total of the set figures by the numbers of figures. The following is an example of the 
calculation: (2 + 1 + 4) / 3 = 2.66. 
Table 5 
PAYS AT: Pay Satisfaction among former welfare recipients 
Value Frequency Percent 
Dissatisfied 68 68.0 
Satisfied 32 32.0 
Total 100 100.0 
Mean 2.32 Std. Dev .469 
As shown in Table 5, the former welfare recipients indicated that they were 
dissatisfied with their pay. Of the 100 respondents, 68% indicated that they were 
dissatisfied. However, 32% indicated that they were satisfied with the pay they received 
on the job. 
Co-Worker Satisfaction 
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Co-Worker satisfaction was defined as the satisfaction former welfare recipients 
experience with the interaction of their fellow workers. According to the JDI model, co¬ 
worker satisfaction can best be explained by utilizing the following three sub-facets: 
Cowk 1 : The cooperation on the job: Cowk 2: The people the work with; and Cowk 3: 
Job interaction between co-workers (Blazer & Smith, 1990). 
Table 6 is a frequency distribution of the sub-facets of co - worker satisfaction among 
100 former welfare recipients. Table 6 indicates whether or not the respondents were 
dissatisfied or satisfied with the cooperation from their co-workers, the people they 
worked with, and the job interaction between their co-workers while on the job. 
Table 6 
Co-Worker Satisfaction sub-facets among former welfare recipients 
Dissatisfied Satisfied 
# % # % 
Cowk 1 : The cooperation I get on my job 5 5.0 95 95.0 
Cowk 2: The people I work with on my job 7 7.0 93 93.0 
Cowk 3: Job interaction between co-workers 9 9.0 91 91.0 
As shown in Table 6, the former welfare recipients indicated that they are satisfied 
with their co-workers on the job. The respondents indicated that they were satisfied 
(93%) with the people they worked with, and they were satisfied (91%) with how their 
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co - workers interacted on the job. The respondents indicated that they were most 
satisfied (95%) with the cooperation they get from their co-workers on the job. 
Table 7 is a frequency distribution for the computed variable of co - worker 
satisfaction. In order to determine the true value or arithmetic mean of the variable, the 
values (1 thru 4) from the measurement scale of the three sub-facets were calculated by 
dividing the sum total of the set figures by the numbers of figures. The following is an 
example of the calculation: (2 + 1 + 4) / 3 = 2.66. 
Table 7 
COWKSAT: Co-Worker Satisfaction among former welfare recipients 
Value Frequency Percent 
Dissatisfied 12 12.0 
Satisfied 88 88.0 
Total 100 100.0 
Mean 2.88 Std. Dev .327 
As shown in Table 7, the former welfare recipients indicated that they were satisfied 
with their co-workers on the job. Of the 100 respondents, 88% indicated that they were 




Promotions satisfaction was defined as the satisfaction former welfare recipients 
expressed about the promotions and promotional opportunities on the job. According to 
the JDI model, promotions satisfaction can best be explained by utilizing the following 
three sub-facets: Pomot 1: Opportunities for promotions; Pomot 2: The promotional 
policies of the agency, and Pomot 3: The methods of handling promotions at the agency 
(Blazer & Smith, 1990) 
Table 8 is a frequency distribution of the sub-facets of promotions satisfaction among 
100 former welfare recipients. Table 8 indicates whether or not the respondents were 
dissatisfied or satisfied with the opportunities they had for promotions, the promotional 
policies of their agency, and the methods of handling promotions at their agency. 
Table 8 
Promotions Satisfaction sub-facets among former welfare recipients 
Dissatisfied Satisfied 
# % # % 
Pomot 1 : Opportunities I have for promotions 48 48.0 52 52.0 
Pomot 2: Promotional policies of my agency 48 48.0 52 52.0 
Pomot 3: The methods of handling promotions 46 46.0 54 54.0 
As shown in Table 8, former welfare recipients indicated that they were satisfied 
(52%) with the opportunities they had for promotions on the job. Also, they indicated 
that they were satisfied (52%) with the promotional policies of their agency and they 
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were satisfied (54%) with the methods in which promotions were handled at their 
agency or organization. 
Table 9 is a frequency distribution for the computed variable of promotions 
satisfaction. In order to determine the true value or arithmetic mean of the variable, the 
values ( 1 thru 4) from the measurement scale of the three sub-facets were calculated by 
dividing the sum total of the set of figures by the numbers of figures. The following is an 
example of the calculations: (2 + 1 + 4) / 3 = 2.66. 
Table 9 
POMOSAT: Promotions Satisfaction among former welfare recipients 
Value Frequency Percent 
Dissatisfied 57 57.0 
Satisfied 43 43.0 
Total 100 100.0 
Mean 2.43 Std. Dev .497 
As shown in Table 9, the former welfare recipients indicated that they were 
dissatisfied with promotions. Of the 100 respondents, 57% indicated that they were 
dissatisfied with promotions on the job. However, 43% indicated that they were satisfied 
with the promotions on the job. 
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Supervision Satisfaction 
Supervision satisfaction was defined as the satisfaction former welfare recipients 
experience with the support from their supervisors on the job. According to the JDI 
model, supervision satisfaction can best be explained utilizing the following three sub¬ 
facets: Super 1 : The amount of support obtained from supervisors; Super 2: The degree of 
fair treatment from supervisors, and Super 3: The overall quality of the supervision 
(Blazer & Smith, 1990). 
Table 10 is a frequency distribution of the sub-facets of supervision satisfaction 
among 100 former welfare recipients. Table 10 indicates whether or not the respondents 
were dissatisfied or satisfied with the amount of support they received from their 
supervisor, the degree of fair treatment they received from their supervisor, and the 
overall quality of supervision they experienced on the job. 
Table 10 
Supervision Satisfaction sub-facets among former welfare recipients 
Dissatisfied Satisfied 
# % # % 
Super 1 : Amount of support from supervisor 18 18.0 82 82.0 
Super 2: Fair treatment from supervisor 18 18.0 82 82.0 
Super 3: Overall quality of supervision 13 13.0 87 87.0 
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As shown in Table 10, former welfare recipients indicated that they were satisfied 
with each of the sub-facets that composed supervision satisfaction. The respondents 
indicated that they were satisfied (82%) with the amount of support from their 
supervisors, that they were satisfied (82%) with the fair treatment from their supervisors, 
and that they were satisfied (87%) with the overall quality of the supervision received on 
the job. 
Table 11 is a frequency distribution for the computed variable of supervision 
satisfaction. In order to determine the true value or arithmetic mean of the variable, the 
values (1 thru 4) from the measurement scale of the three sub-facets were calculated by 
dividing the sum total of the set of figures by the numbers of figures. The following is an 
example of the calculations: (2 + 1 + 4) / 3 = 2.66. 
Table 11 
SUPRSAT: Supervision Satisfaction among former welfare recipients 
Value Frequency Percent 
Dissatisfied 23 23.0 
Satisfied 77 77.0 
Total 100 100.0 
Mean 2.77 Std. Dev .422 
As shown in Table 11, the former welfare recipients indicated that they were satisfied 
with their supervision. Of the 100 respondents, 77% indicated that they were satisfied 
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with the supervision they received on the job. However, 23% indicated that they were 
dissatisfied with the supervision they received on the job. 
Job Satisfaction 
In the study job satisfaction was defined as the satisfaction former welfare recipients 
experienced with five facets of their job activities: the work itself, pay, co-workers, 
promotions and supervision. According to the JDI model, job satisfaction can best be 
explained utilizing five facets: work satisfaction, pay satisfaction, co-worker satisfaction, 
promotions satisfaction, and supervision satisfaction (Blazer & Smith, 1990). 
The job satisfaction is a computed variable. In order to determine the true value or 
arithmetic mean of the variable, the values (1 thru 4) from the measurement scale of the 
five facets ( work, pay, co-worker, promotions and supervision) for job satisfaction were 
calculated by dividing the sum total of the set of figures by the numbers of figures. The 
following is an example of the calculations: (2.66 + 1.82 + 4.00 + 3.46 + 1.50) / 5 = 2.68. 
Table 12 is a frequency distribution for the computed variable of job satisfaction 
among 100 former welfare recipients. Table 12 indicates whether the respondents in the 
study were dissatisfied or satisfied with their present jobs. 
Table 12 
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JOBSAT: Job Satisfaction among former welfare recipients 
Value Frequency Percent 
Dissatisfied 70 70.0 
Satisfied 30 30.0 
Total 100 100.0 
Mean 2.30 Std. Dev .460 
As shown in Table 12, the majority of the former welfare recipients did not 
experience job satisfaction in a Workforce Development Program of TANF under the 
Personal Responsibility and Work Opportunity Reconciliation Act of 1996. Of the 100 
former welfare recipients surveyed, 30% indicated that they were satisfied with their jobs 
and 70% indicated that they were dissatisfied with their jobs. These data indicated that 
the former welfare recipients experienced no significant job satisfaction with their jobs. 
Research Question 2: Is there a relationship between the kind of work and job 
satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of 
TANF under the Personal Responsibility and Work 
Opportunity Reconciliation of 1996? 
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Hypothesis 2: There is no statistically significant relationship between the 
kind of work and job satisfaction among former welfare 
recipients who were participants in a Workforce 
Development Program of TANF under the Personal 
Responsibility and Work Opportunity Reconciliation of 
1996. 
Table 13 is a crosstabulation of the kind of work by job satisfaction. It shows the 
association of job satisfaction with the kind of work experienced by former welfare 
recipients and indicates whether or not there was a statistically significant relationship 
between the two variables. 
Table 13 
The kind of work by job satisfaction of former welfare recipients 
Job Satisfaction 
Dissatisfied Satisfied Total 
# % # % # % 
Work 1: Kind of Work I do 
Dissatisfied 14 14.0 0 0.0 14 14.0 
Satisfied 56 56.0 30 30.0 86 86.0 
Total 70 70.0 30 30.0 100 100.0 
<P = .264 df = 1 P = .008 
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As indicated in Table 13, fourteen percent (14%) of the former welfare recipients 
indicated that they were dissatisfied with the kind of work they were doing and did not 
experience job satisfaction in their jobs. A majority (86%) indicated that they were 
satisfied with the kind of work they were doing. However, when the kind of work 
variable was cross-tabulated with the job satisfaction variable, 56% of the respondents 
indicated that although they were satisfied with the kind of work they did, they did not 
experience job satisfaction. 
As shown in Table 13, the statistical measurement phi (O) was employed to test for 
the strength of association between the kind of work and job satisfaction. As indicated, 
there was a weak relationship (O = .264) between the two variables. When the chi- 
square statistical test for significance was applied, the null hypothesis was not rejected ( p 
= .008) indicating that there was a statistically significant relationship between the two 
variables at the .05 level of probability. 
Table 14 is a crosstabulation of the amount of pay by job satisfaction. It shows the 
association of job satisfaction with the kind of work experienced by former welfare 
recipients and indicates whether or not there was a statistically significant relationship 
between the two variables. 
Table 14 
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The amount of pay by job satisfaction of former welfare recipients 
Job Satisfaction 
Dissatisfied Satisfied Total 
# % # % # % 
Pay 1 : Amount of pav I set 
Dissatisfied 48 48.0 1 0.0 49 49.0 
Satisfied 22 22.0 29 29.0 51 51.0 
Total 70 70.0 30 30.0 100 100.0 
0 = .264 df= 1 P = .000 
As indicated in Table 14, forty-eight percent (48%) of the former welfare recipients 
indicated that they were dissatisfied with the amount of pay they got and did not 
experience job satisfaction in the workplace. A slight majority (51%) indicated that they 
were satisfied with the amount of pay they received. However, when the amount of pay 
variable was cross-tabulated with the job satisfaction variable, 22% of the respondents 
indicated that although they were satisfied with their pay, they did not experience job 
satisfaction. 
As shown in Table 14, the statistical measurement phi (O) was employed to test for 
the strength of association between the kind of work and job satisfaction. As indicated, 
there was a weak relationship (O = .264) between the two variables. When the chi-square 
statistical test for significance was applied, the null hypothesis was not rejected ( p = .000) 
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indicating that there was a statistically significant relationship between the two 
variables at the .05 level of probability. 
Table 15 is a crosstabulation of job interaction of co-workers by job satisfaction. It 
shows the association of job satisfaction with the on the job interaction between co¬ 
workers of former welfare recipients and indicates whether or not there was a statistically 
significant relationship between the two variables. 
Table 15 
Job interaction of co-workers by job satisfaction of former welfare recipients 
Job Satisfaction 
Dissatisfied Satisfied Total 
# % # % # % 
Cowk 3: Interaction of co-workers 
Dissatisfied 9 9.0 0 0.0 9 9.0 
Satisfied 61 61.0 30 30.0 91 91.0 
Total 70 70.0 30 30.0 100 100.0 
0 = .206 df= 1 P = .040 
As indicated in Table 15, nine percent (9%) of the former welfare recipients indicated 
that they were dissatisfied with the interaction between co-workers and did not 
experience job satisfaction in their jobs. A majority (91%) indicated that they were 
satisfied with the interaction between co-workers. However, when the interaction 
between co-worker variable was cross-tabulated with the job satisfaction variable, 61% of 
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the respondents indicated that although they were satisfied with the interaction 
between their co-workers, they did not experience job satisfaction. 
As shown in Table 15, the statistical measurement phi (®) was employed to test for 
the strength of association between the kind of work and job satisfaction. As indicated, 
there was a weak relationship (® = .206) between the two variables. When the chi-square 
statistical test for significance was applied, the null hypothesis was not rejected (p = .040) 
indicating that there was a statistically significant relationship between the two variables 
at the .05 level of probability. 
Table 16 is a crosstabulation of job the opportunities for promotions by job 
satisfaction. It shows the association of job satisfaction with the opportunities for 
promotions for former welfare recipients and indicates whether or not there was a 
statistically significant relationship between the two variables. 
Table 16 
Opportunities for promotions by job satisfaction of former welfare recipients 
Job Satisfaction 
Dissatisfied Satisfied Total 
# % # % # % 
Pomot 1 : 
Opportunities for promotions 
Dissatisfied 47 47.0 1 1.0 48 48.0 
Satisfied 23 23.0 29 29.0 52 52.0 
Total 70 70.0 30 30.0 100 100.0 
(ft = .585 df= 1 p = .000 
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As indicated in Table 16, forty-seven percent (47%) of the former welfare 
recipients indicated that they were dissatisfied with the opportunities for promotions and 
did not experience job satisfaction with their jobs. A slight majority (52%) indicated that 
they were satisfied with the opportunities for promotions on the job. However, when the 
opportunities for promotions variable was cross-tabulated with the job satisfaction 
variable, 23% of the respondents indicated that although they were satisfied with their 
opportunities for promotions, they did not experience job satisfaction. 
As shown in Table 16, the statistical measurement phi (O) was employed to test for 
the strength of association between the kind of work and job satisfaction. As indicated, 
there was a moderate relationship (d> = .585) between the two variables. When the chi- 
square statistical test for significance was applied, the null hypothesis was not rejected ( p 
= .000) indicating that there was a statistically significant relationship between the two 
variables at the .05 level of probability. 
Table 17 is a crosstabulation the amount of supervisor support by job satisfaction. It 
shows the association of job satisfaction with the amount of support received from the 
supervisor for former welfare recipients and indicates whether or not there was a 
statistically significant relationship between the two variables. 
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Table 17 
Amount of supervisor support by job satisfaction of former welfare recipients 
Job Satisfaction 
Dissatisfied Satisfied Total 
# % # % # % 
Super 1: 
Amount of supervisor support 
Dissatisfied 16 16.0 2 2.0 18 18.0 
Satisfied 54 54.0 28 28.0 82 82.0 
Total 70 70.0 30 30.0 100 100.0 
$ = .193 df = 1 P = .053 
As shown by Table 17, sixteen percent (16%) of the former welfare recipients 
indicated that they were dissatisfied with the amount of supervisor support they received 
and did not experience job satisfaction with their jobs. A majority (82%) indicated that 
they were satisfied with the amount of supervisor support they received. However, when 
the supervisor support variable was cross-tabulated with the job satisfaction variable, 
54% of the respondents indicated that although they were satisfied with the amount of 
supervisor support, they did not experience job satisfaction. 
As shown in Table 17, the statistical measurement phi (O) was employed to test for 
the strength of association between the kind of work and job satisfaction. As indicated, 
there was a weak relationship (<t> = .193) between the two variables. When the chi- 
square statistical test for significance was applied, the null hypothesis was not rejected 
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( p = .053) indicating that there was a statistically significant relationship between the 
two variables at the .05 level of probability. 
In sum, former welfare recipients responded to the survey by indicating that they 
were satisfied with many of the sub-facets which composed the definition of job 
satisfaction. However, when these sub-facets were combined to compute an over all score 
for whether they experienced job satisfaction, only thirty percent (30%) indicated that they 
were satisfied with their jobs. Seventy percent (70%) of the respondents indicated that 
they were dissatisfied with their jobs. It is concluded that the majority of the former 
welfare recipients did not experience job satisfaction with their jobs they obtained as 
participants in the Workforce Development Program of TANF under the Personal 
Responsibility and Work Opportunity Reconciliation Act of 1996. 
CHAPTER V 
CONCLUSIONS AND RECOMMENDATIONS 
The research study was designed to answer six questions concerning the job 
satisfaction of former welfare recipients who were participants in a Workforce 
Development Program of the Fulton County Human Service Department. The Workforce 
Development Program is a component of TANF Temporary Aid to Needy Families under 
the Personal Responsibility and Work Opportunity Reconciliation Act of 1996. 
The conclusions and recommendations of the research findings are presented in this 
chapter. Recommendations are proposed for future discussions for policy makers, social 
workers, practitioners and administrators. Each research question is presented in order to 
summarize the significant findings of interest. 
Research Question 1: Is there job satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of TANF under 
the Personal Responsibility and Work Opportunity Reconciliation 
Act of 1996? 
In order to determine if there was job satisfaction among former welfare recipients 
who were participants in the Workforce Development Program of TANF, five facets of 
job satisfaction (work, pay, co-workers, promotions and supervision) were analyzed. 
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Job satisfaction was computed based on a calculation of these five facets. In 
order to determine the true value or arithmetic mean of the variable, the values ( 1 thru 4) 
from the measurement scale of the five facets for job satisfaction were calculated by 
dividing the sum total of the set of figures by the number of figures. 
Of the 100 former welfare recipients surveyed a minority (30%) of the respondents 
indicated that they did experience job satisfaction. However, the majority (70%) of the 
respondents indicated that they did not experience job satisfaction with their jobs. 
Research Question 2: Is there a relationship between the kind of work and job 
satisfaction among former welfare recipients who were participants 
in a Workforce Development Program of TANF under the 
Personal Responsibility and Work Opportunity Reconciliation Act 
of 1996. 
Fourteen percent (14%) of the former welfare recipients indicated that they were 
dissatisfied with the kind of work they were doing and did not experience job satisfaction 
in their jobs. A majority (86%) indicated that they were satisfied with the kind of work 
they were doing. However, when the kind of work variable was cross-tabulated with the 
job satisfaction variable, 56% of the respondents indicated that although they were 
satisfied with the kind of work they did, they did not experience job satisfaction with 
their jobs (See Table 13). 
The statistical measurement phi (d>) was employed to test for the strength of 
association between the kind of work and job satisfaction. As indicated, there was a 
weak relationship (O = .264) between the two variables. When the chi-square statistical 
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test for significance was applied, the null hypothesis was not rejected ( p = .008) 
indicating that there was a statistically significant relationship between the two variables 
at the .05 level of probability (See Table 13). 
Research Question 3: Is there a relationship between the amount of pay and job 
satisfaction among former welfare recipients who were participants 
in a Workforce Development Program of TANF under the 
Personal Responsibility and Work Opportunity Reconciliation Act 
of 1996. 
Forty-eight percent (48%) of the former welfare recipients indicated that they were 
dissatisfied with the amount of pay they got and did not experience job satisfaction with 
their jobs. A slight majority (51%) indicated that they were satisfied with the amount of 
pay they received. However, when the amount of pay variable was cross-tabulated with 
the job satisfaction variable, 22% of the respondents indicated that although they were 
satisfied with their pay, they did not experience job satisfaction in their jobs (See Table 
14). 
The statistical measurement phi (<b) was employed to test for the strength of 
association between the kind of work and job satisfaction. As indicated, there was a 
weak relationship (O = .264) between the two variables. When the chi-square statistical 
test for significance was applied, the null hypothesis was not rejected ( p - .000) 
indicating that there was a statistically significant relationship between the two variables 
at the .05 level of probability (See Table 14). 
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Research Question 4: Is there is a relationship between the interactions of co-worker 
and job satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of TANF under 
the Personal Responsibility and Work Opportunity Act of 1996. 
Nine percent (9%) of the former welfare recipients indicated that they were 
dissatisfied with the interaction between co-workers and did not experience job 
satisfaction with their jobs. A majority (91%) indicated that they were satisfied with the 
interaction between co-workers. However, when the interaction between co-worker 
variable was cross-tabulated with the job satisfaction variable, 61% of the respondents 
indicated that although they were satisfied with the interaction between their co-workers, 
they did not experience job satisfaction with their jobs (See Table 15). 
The statistical measurement phi (<t>) was employed to test for the strength of 
association between the kind of work and job satisfaction. As indicated, there was a 
weak relationship (O = .206) between the two variables. When the chi-square statistical 
test for significance was applied, the null hypothesis was not rejected (p = .040) 
indicating that there was a statistically significant relationship between the two variables 
at the .05 level of probability (See Table 15). 
Research Question 5: Is there a relationship between opportunities for promotion and job 
satisfaction among former welfare recipients who were participants 
in a Workforce Development Program of TANF under the 
Personal Responsibility and Work Opportunity Reconciliation Act 
of 1996. 
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Forty-seven percent (47%) of the former welfare recipients indicated that they 
were dissatisfied with the opportunities for promotions and did not experience job 
satisfaction in their jobs. A slight majority (52%) indicated that they were satisfied with 
the opportunities for promotions on the job. However, when the opportunities for 
promotions variable was cross-tabulated with the job satisfaction variable, 23% of the 
respondents indicated that although they were satisfied with their opportunities for 
promotions, they did not experience job satisfaction in the jobs (See Table 16). 
The statistical measurement phi (et») was employed to test for the strength of 
association between the kind of work and job satisfaction. As indicated, there was a 
moderate relationship (® = .585) between the two variables. When the chi-square 
statistical test for significance was applied, the null hypothesis was not rejected ( p = 
.000) indicating that there was a statistically significant relationship between the two 
variables at the .05 level of probability. 
Research Question 6: Is there a relationship between the support from supervisors and 
job satisfaction among former welfare recipients who were 
participants in a Workforce Development Program of TANF under 
the Personal Responsibility and Work Opportunity Reconciliation 
Act of 1996. 
Sixteen percent (16%) of the former welfare recipients indicated that they were 
dissatisfied with the amount of supervisor support they received and did not experience 
job satisfaction in their jobs. A majority (82%) indicated that they were satisfied with the 
amount of supervisor support they received. However, when the supervisor support 
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variable was cross-tabulated with the job satisfaction variable, 54% of the 
respondents indicated that although they were satisfied with the amount of supervisor 
support, they did not experience job satisfaction in their jobs (See Table 17). 
The statistical measurement phi (O) was employed to test for the strength of 
association between the kind of work and job satisfaction. As indicated, there was a 
weak relationship (O = .193) between the two variables. When the chi-square statistical 
test for significance was applied, the null hypothesis was not rejected ( p = .053) 
indicating that there was a statistically significant relationship between the two variables 
at the .05 level of probability (See Table 17). 
In sum, the 100 former welfare recipients surveyed responded by indicating that they 
were satisfied with many of the sub-facets and facets of job satisfaction. However, when 
the sub-facets were combined to compute an overall score for job satisfaction, only thirty 
percent (30%) indicated that they did experience satisfaction with their jobs. A majority 
(70%) indicated that they were dissatisfied with the jobs they obtained as participants in 
the Workforce Development Program of TANF under the Personal Responsibility and 
Work Opportunity Reconciliation Act of 1996 and did not experience job satisfaction 
with their jobs. 
Recommendations 
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Studies concerning welfare reform are frequently limited to analyzing the need for 
welfare for those individuals who are considered poverty stricken. The decision by the 
government to place the responsibility of the care of its constituents on individuals rather 
than on state government is a major departure from welfare as we knew it. Also, the 
changes caused by welfare reform have shifted the way research is conducted. 
As a result of the findings of this study, the researcher is recommending the 
following: 
1. Research should continue in order to develop baseline data on the former 
welfare recipients who were participants in workforce development 
programs. 
2. Policy makers should encourage the use of research of the workforce 
development programs to ascertain the reasons for the dissatisfaction 
among former welfare recipients about their jobs. 
3. Programs should be develop to deal specifically with research findings 
related to workforce development. 
4. Social workers should become advocates for this population group to 
insure that they receive adequate training in addition to job referrals and 
placements. 
5. Social workers should engage in research that will provide data on this 




Appendix A: Letter to Burrell Billingslea 
June 27, 2002 
Mr. Burrell Billingslea 
Office of Workplace Development 
115 M.L. King Jr. Drive SW Suite 300 
Atlanta, Georgia 30303 
Dear Mr. Billingslea: 
I would like an appointment with you to discuss the potential research project of a graduate 
student that would like to write her doctoral dissertation on Job Satisfaction among former welfare 
recipients. The purpose of the study is to learn more about how former recipients are doing in 
their jobs since the passage of the Personal Responsibility and Work Opportunity Act of 1996. I 
was referred to your office by Mr. Alexi Henry, manager of Atlanta South Metro. At your office I 
talked with Ms. Hope Jones, she confirmed that you were the person that I needed to see. 
Ms. Catherine Miller is a social work instructor at Miles College in Alabama. She has 
completed all of the course requirements and is preparing to write her dissertation for a Ph.D. in 
social work. Ms. Miller has expressed an interest in learning and writing about the success of 
former welfare recipients as they move from welfare to work. I am one of the members on her 
dissertation committee. My role is to assist her with the research design and data analysis for the 
study. 
In order for Ms. Miller to conduct this survey she will need to locate former welfare recipients 
who have been placed successfully in a job. The focus of her research will be the perceptions 
these recipients have about five facets ( the work; pay; coworkers; promotions & supervision) as 
outlined in the Job Descriptive Index (JDI). The JDI is a conceptual model for defining and 
measuring job satisfaction (see advisory memo). 
We would appreciate an appointment to discuss this potential research with you. I am 
sending you a copy of an advisory memo and a copy of the proposed Survey Questionnaire for 
your information. I will be in touch via telephone to confirm a date. 
In order to facilitate the process, I am faxing this letter and materials to your office. Thank you 
very much for your consideration. 
Robert W. Waymer, Ph.D. 
Director, Social Work Continuing Education 
Cc: Dr. Richard Lyle, Chair 
Dean Dorcas Bowles 
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Appendix B: Memo to Richard Lyle, Ph.D. 
Memo July 18, 2002 
To: Richard Lyle, Ph.D. 
Dissertation chair 
From: Robert Waymer, Ph.D. 
Re: Catherine Miller 
God is with us. We have found an agency that will allow Ms. Miller to conduct 
her job satisfaction survey on the very people she wanted in the first place. 
Mr. Burrell Billingslea, director of the Office of Workplace Development, has 
indicated that he will cooperate with the School and allow the survey. I am 
attaching the information and letters sent in this regard. 
Ms. Miller is to set up an appointment. Mr. Billingslea has assigned Ms. Hope 
Jones, an office assistant, as the facilitator. Ms Jones is on vacation until after 
next week. 
Cc: Dean Dorcas Bowles 
Ms. C. Miller 
117 
Appendix C: Survey Questionnaire 
Job Satisfaction among former welfare recipients 
Dear Madam: 
I am a student in the Ph.D. Program at the Whitney M. Young, Jr., School of Social Work at Clark 
Atlanta University. I invite you to participate in a job satisfaction study of former welfare recipients. The 
questionnaire will take only five minutes to complete. The purpose of the study is to learn more about how 
former welfare recipients are doing in their jobs since the passage of the Personal Responsibility and 
Work Opportunity Act of 1996. The findings will be used in an analysis for my dissertation. I would 
appreciate your cooperation. Because we want all responses to remain confidential, please do not put your 
name on the questionnaire answer sheet. Choose only one answer for each question. Please respond to all 
questions. Again, thank you for your time and cooperation. 
Catherine Gayle - Miller 
2/16/2002 
///////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////////// 
Section I Demographic Information 
Place a mark ( X ) next to the appropriate item. Choose only one answer for each question. 
1. My gender is: 1 ) Male 2) Female 
2. My age group is : 1 ) under 30 2) 30-39 3)  40 - 49 4) Over 50 
3. The one racial category that best describes me: 1) Black 2) White 
3)  Hispanic 4) Other 
4. My marital Status is: 1) Married 2) Never married 3) Divorced 
4)    Separated 5) Widowed 
5. Do you now are have you ever received TANF / AFDC 1) Yes 2) No 
6. Number of years receiving TANF / AFDC of any kind. 1) Less than one year 
2)  1 to 3 yrs 3) 4 to 6yrs 4)  7 yrs or more 
7. Have other members in your family received TANF/AFDC that you know of? 
1 Yes 2)  No 
8. My present wages: 1) Under $5 2)  $5 to $7 3)  $8 to $10 4) Over $10 
9. Highest grade completed: 1) Elementary 2) Some High School 3) High 
School Grad 4) Vocational School 5)  Some College 6) College Grad 
10. Members in your household: 1) 2 to 3 2) 4 to 5 3) 6 or more 
Appendix C (continued) 
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Page 2. 
11. Iam employed 1 Full-time 2 Part-time 
12. I am employed in : 1) Foodservice 2) Healthcare 3) Child Care 
4) Office 5 ) Other 
Section II: How satisfied are you with the following aspects of your job? 
Please write the appropriate number in the blank beside each statement 
 1 2 3 4 , 
Very Dissatisfied Dissatisfied Satisfied Very Satisfied 
 13. The kind of work I do on my present job. 
 14. The amount of freedom I have to do my job. 
 15. The amount of job enrichment I have on my job. 
 16. The amount of pay I get on my present job. 
 17. The degree to which I am fairly paid for the job I do. 
 18. The amount of fringe benefits I receive. 
 19. The cooperation I get on my job from my coworkers. 
 20. The people I work with on my job. 
 21. The on-the-job interaction between my fellow workers. 
 22. The opportunities I have for promotions 
 23. The promotional policies of my agency/organization. 
 24. The method in which promotions are handled in my agency / organization. 
 25. The amount of support I receive from my supervisor. 
 26. The degree of fair treatment I receive from my boss. 
 27. The overall quality of the supervision I receive in my work. 
Thank you very much for your cooperation. 
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Appendix D: SPSS Program Analysis 
Title 'Job Satisfaction among former welfare recipients'. 
Subtitle 'Catherine Gayle-Miller CAU School of Social Work' 
'COMMITTEE MEMBERS' 
'Richard Lyle, PhD Chair' 
'Amos Ajo, PhD' 
'Robert W Waymer, PhD' . 





























COMPUTE WORKSAT = (WORK1+ WORK2+ WORK3)/3. 
COMPUTE PAYSAT = ( PAY1+ PAY2+ PAY3)/3. 
COMPUTE COWKSAT = (COWK1+ COWK2+ COWK3)/3. 
COMPUTE POMOSAT = (POMOT1+ P0M0T2+ POMOT3)/3. 
COMPUTE SUPRSAT = (SUPER1+ SUPER2+ SUPER3)/3. 
COMPUTE JOBSAT = (WORKSAT+ PAYSAT+ COWKSAT+ POMOSAT+ SUPRSAT) /5 . 
Appendix D: SPSS Program Analysis (continued) 
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VARIABLE LABELS 
ID 'Case Number 1 
GENDER 1Q1 GENDER: Gender' 
AGEGRP 'Q2 AGEGRP: Age Group' 
ETHNIC 'Q3 ETHNIC: Ethnicity' 
MARITAL 'Q4 MARITAL: Marital Status' 
TANF 'Q5 TANF: Do you now or have you ever received TANF-AFDC ' 
YEARS 'Q6 YEARS: Number of years receiving TANF-AFDC of any kind' 
FAMILY 'Q7 FAMILY: Have other members in your family received TANF 
WAGES 'Q8 WAGES : My present wages' 
EDUC 'Q9 EDUC: Highest grade completed' 
MEMBERS 'Q10 MEMBERS: Members in household' 






















’Q12 JOB: I am employed in - job category1 
’Q13 WORK1 : The kind of work I do on my present job' 
'Q14 WORK2 : The amount of freedom I have to do my job' 
'Q15 WORK3 : The amount of job enrichment I have on my job' 
'Q16 PAY1 : The amount of pay I get on my present job' 
'Q17 PAY2: Degree to which I am fairly paid for the job I do' 
'Q18 PAY3: The amount fo fringe benefits I receive' 
'Q19 COWK1: The cooperation I get on my job from my coworkers' 
'Q20 COWK2: The people I work with on my job' 
'Q21 COWK3: On the job interaction between my fellow workers' 
'Q22 POMOT1 : The opportunities I have for promotions' 
'Q23 P0M0T2: The promotional policies of my agency' 
'Q24 P0M0T3: The method in which promotions are handled -org' 
'Q25 SUPER1: Amount of support I receive from my supervisor' 
'Q26 SUPER2: Degree of fair treatment I receive from my boss' 
' Q27 SUPER3 : Overall quality of the supervision I receive' 
'Computed variable WORKSAT 
'Computed variable PAYSAT 
WORK SATISFACTION1 
PAY SATISFACTION' 
'Computed variable COWKSAT - COWORKER SATISFACTION' 
'Computed variable POMOSAT - PROMOTIONS SATISFACTION' 






1 'Under 30' 
2 '30 - 39’ 
3 '40 - 49 ’ 






5 1 No Answer’/ 












1 'Less than 1 yr ' 
2 '1 - 3 yrs' 
3 '4 - 6 yrs' 
4 '7 yrs - more' 
5 'No Answer'/ 
FAMILY 
1 'Yes' 
2 'No ' 
3 'No Answer'/ 
WAGES 
1 'Under $5 hr' 
2 '$5 - $7 hr' 
3 '$8 - $10 hr' 
4 'Over $10 hr' / 
EDUC 
1 'Elementary' 
2 'Some HiSchool' 
3 'HiSchool Grad' 
4 'Vocational Sch' 
5 'Some College' 
6 'College Grad'/ 
MEMBERS 
1 ' 2 - 3 ' 
2 ' 4 - 5 ' 





4 'No Answer'/ 
JOB 
1 'Food Service' 
2 'Health Care' 
3 'Child Care' 
4 'Office' 
5 'Other' 
6 'Non Answer'/ 
WORK1 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
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Appendix D: SPSS Program Analysis (continued) 
WORK2 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
WORK3 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 ’Very Satisfied'/ 
PAY1 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
PAY2 
1 'Very Dissatisfied’ 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied’/ 
PAY 3 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
C0WK1 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
COWK2 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
COWK3 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
POMOT1 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
POMOT2 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
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POMOT3 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
SUPER1 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
SUPER2 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
SUPER3 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
WORKSAT 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
PAYSAT 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied1/ 
COWKSAT 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
POMOSAT 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
SUPRSAT 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied'/ 
JOBSAT 
1 'Very Dissatisfied' 
2 'Dissatisfied' 
3 'Satisfied' 
4 'Very Satisfied’/. 
Appendix D: SPSS Program Analysis (continued) 
MISSING VALUES 
GENDER AGEGRP ETHNIC MARITAL TANF YEARS FAMILY WAGES EDUC 
MEMBERS EMPLOY JOB WORK1 W0RK2 WORK3 PAY1 PAY2 PAY3 











































































































RECODE WORKSAT PAYSAT COWKSAT POMOSAT SUPRSAT JOBSAT 
(1 THRU 2.99=2)(3 THRU 4.99=3). 
RECODE WORK1 WORK2 WORK3 PAY1 PAY2 PAY3 
(1 THRU 2.99=2)(3 THRU 4.99=3). 
RECODE COWK1 COWK2 COWK3 POMOT1 POMOT2 POMOT3 SUPER1 SUPER2 SUPER3 
(1 THRU 2.99=2)(3 THRU 4.99=3). 
FREQUENCIES/VARIABLES GENDER AGEGRP ETHNIC MARITAL TANF YEARS 
FAMILY WAGES EDUC MEMBERS EMPLOY JOB WORK1 WORK2 WORK3 PAY1 PAY2 PAY3 
COWK1 COWK2 COWK3 POMOT1 POMOT2 POMOT3 SUPER1 SUPER2 SUPER3 
WORKSAT PAYSAT COWKSAT POMOSAT SUPRSAT JOBSAT 
/STATISTICS=. 
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